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My interest in the area of industrial relations
started in the third of my undergraduate training, when
I read for the course of Industrial Sociology. I learned
that the trade union was an instrument to organize workers
and hence to increase their power position vis-a-vis the
management. It occupies an important role in regulating
industrial relations. But in Hong Kong this kind of trade
union movement is not found. Moreover, workers' participa-
tion in other forms of industrial protest has also been
negligible. To gain a better understanding of the
phenomenon, a research was undertaken, which results in
this thesis. Studies of this kind are significant not
only because they supply information on the industrial
relations scene in Hong Kong but also contribute to the
understanding of the kind of industrial relations system
evolved in a Chinese community. Previous studies tend
to concentrate on the objective political, economic and
social factors and little study has been done on the
workers' action as the unit of analysis. The present
study borrows from the social action approach and
treats social action as the fundamental analytical unit.
It implies therefore that workers' attitudes should be
liven a more important place analyzing industrial relations.
2it was found that the wage system had the highest
association with both the workers' industrial attitudes
and reported industrial actions.
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ABSTRACT
Workers' participation in organized collective
industrial actions has been low in terms of the proportion
of unionized workers, collective bargaining, and the
number of strikes and sabotage actions,in comparison
to that of the western industrial countries. It is
hypothesized that, among other factors, low collective
industrial attitudes may be one of the factors contributing
to this phenomenon.
In a survey of fifty-seven workers randomly chosen
from seven factories, it was found that about 70% of them
could be regarded as individual-oriented, though we cannot
say whether they were instrumentally or terminally inclined.
It was also found that their industrial action experience
was rather limited. Less than one-third of the workers
reported that they had taken part in collective bargaining
and threatening to resign, but none had ever resorted to
trade union intervention, strike or sabotage. The
coefficient of association G was equal to 0.55. That is
to say, the agreement between individual-oriented attitudes
and low collective actions was greater than the disagree-
ment between individual-oriented attitudes and high
collective actions. Of the five socio-economic variables:
sex, age, educational level, wage system, and occupation,
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3.1 The Relationship between Socio-




The degree of Hong Kong Workers' organizea
industrial actions is proportionately low when compared
with that of western industrial countries. The 1971
population census showed that the total labour force
in Hong Kong was 1,582,849. But in the same year, union
membership among the working population was only 221,619,
or 17% of the labour force, belonging to 272 registered
employees unions.1 When the data were broker down by
industries, the percentage in the manufacturing industries,
the core of modern industrial countries, was even lower.
While the manufacturing industries employed about 43% of
the total labour force, union membership in these industries
occupied less than 25% of the total unionized workers.
Of the seven manufacturing industries,which employed the
greatest number of workers, the garments industry was
.the largest.
1Commissioner for Labour, Annual Departmental
Report, 1974-75. Unfortunately the Department does not
have the working population of the current year, though
the union membership is known (317,045 in 292 employees'
unions), the proportion of workers organized into unions
cannot be known.
2In comparison with the overall figure, trade
union membership was extremely low. Out of a total
of 133,240 employees in 1974-75, only 5,759, or 4.3% were
union members, compared with the overall rate of 17% for
the total force in Hong Kong. The unionized workers
were distributed into three unions, two of which were
affiliated to the leftist Federation of Trade Unions,
the other affiliated to the rightist Trade Union Council.
Despite the fact that it is one of the largest
and fastest-growing industries in Hong Kong,2 the garment
industry has witnessed a remarkably low incidence of
organized industrial protests. According to available
official statistics, the degree of collective industrial
actions in this industry was extremely low in terms of
the number of workdays lost due to strikes when compared
with other industries.3 In the past six years, the
number of strikes or sabotage was almost negligible.
From 1969-70, in fact, no strike was recorded (see Table
1.1)
2In 1947, there were only 22 registered and
recorded garment firms, employing altogether 595 worke;rs
in 1975, there were 2,315 undertakings employing a total
of 133,240 workers. See Commissioner for Labour, Annual
Departmental Report, 1947-75.
3Commissioner for Labour, Annual Departmental
Report, 1974-75, Table 11.
3TABLE 1.1
NO. OF WORKDAYS LOST IN 1971







Sources: The table is compiled from International
Labour Office, Year Book of Labour Statistics,
1972. Table 27. Only the 1971 statistics
are shown because it is the only information
available. Nevertheless, it indicates the
relative loss of workdays in industrial
disputes for the above countries.
Why don't the majority of the garment workers
take part in collective industrial action? To answer
this question we need to answer, the more fundamental
question of why workers' collective industrial action
is necessary? The answer lies in the nature of the
labour power relationship found in industrial capitalism.
Industrial capitalism, wherever it is found, brings along
with it two economic groupings or classes: the capitalist
and the labourer. Both are tied to the economic system
by the economic relationship they engage in: the buying
and sellin of labour power. But the relationship is an
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unequal one: capitalists owning the means of production
and being relatively few in number have an enormous
economic power over the worker who depends exclusively
on the selling of labour for his or her livelihood. The
relationship would even be more unequal when the workers
face competition between themselves for the selling of
their labour. The one obvious way to improve their
power position vis-a-vis their employer is to combine
together to eliminate the competition between themselves.
If their demands for improvements in their terms and
conditions of employment are not met, the united workers
could limit, or, as an ultimate measure, withdraw their
labour. Such collective action of the workers the
employer has to seriously consider collective action by
workers as it affects the profit position. The need for
workers to take collective action is therefore to mobilize
power. The whole purpose of the collectivity is there-
fore to shift the balance of power, and many of its
strategies can only be understood in the light of that
purpose.4 Indeed the history of the labour movement in
western industrial society has demonstrated the evolution
of various workers' collectivities such as trade unions
4A. Fox, A Sociology of Work in Industry, Toronto:
Collier-Macmillan Publishers, 1971, p. 100.
5as an instrument of power to defend and promote their
interests.
What is it that has kept workers' organized
collective action to a minimum? Little existing literature
relations has focused exclusively on such a problem, but
a brief survey of some dominant theoretical explanations
in this field may be helpful.
Joseph Shister, in his critique of the theoretical
framework of Dunlop5 has elaborated a comprehensive frame-
work of analysis.6 The determinants of union growth are
identified as (1) the work environment (2) the socioleSal
framework and (3) trade-union leadership. Under the
heading work environment, he includes (a) the rate and
pattern of economic change (b) the structure of the
industry and (c) the proximity influence.
The rate of economic change determines occupational
mobility. Workers who expect to remain workers in their
life-time view collective action more favourably as a
means to protect and promote their interests as workers.
Economic change also leads to cyclical variations in
5See J.T. Dunlop, "The Development of Labour
Organization: A Theoretical Framework," in R.A. Lester
and J. Shister, eds., Insights into Labour Issues, New
York: The Macmillan Co., 1948.
6J. Shister, "The Logic of Union Growth," Journal
of Political Economy, LXI (Oct., 1953):413-433,
6
employment. It has been noted by some students of trade
union development that the number of workers seeking
union assistance increases during business cycle upswings.
During economic booms, wage rates usually lag behind
price levels, which causes the need for improvement
while the rise in employment level increases the workers'
bargaining power. On the other hand, these two forces
work in the opposite direction during economic depression.
Thus, it has been argued that collective industrial
action as expressed by union membership depends directly
upon business activity. Such an explanation finds its
classic, expression in Commons who wrote that the move-
ment of wholesale prices for the period 1820-1908 offers
a clue to the labour movements of the time.? But this
cyclical theory has notbeen supported by Hong Kong
experience. Since Hong Kong's large scale industrializa-
tion from the early fifties, the general level of unemploy-
ment was low. The census of 1961 and 1971 showed one
percent unemployed workers aged 25-54. In this same
period, the garment industry grew at tremendous speed.
But union membership has not increased significantly as
7J.R. Commons and Associates, History of Labour
in the Limited States. New York: Gimn and Co., 1918,
P.10
7the cyclical theory would have predicted.
On a less general level than the economic forces,
industrial structure also determines workers' collective
action. Workers who occupy strategic positions in
technological or market structures, are more prone to
collective action than those who are not. By the position
they occupy in production and marketing, they are able
to interrupt or even stop operations more easily than
others, and there is greater chance of success.8 That
partly explains why collective industrial action first
begin with skilled workers everywhere. In the American
garment factories cutters were the first group to organize
and their key position in the technological process of
making clothes also gave them a dominant position in
the organization of garment workers. This is also true
in Hong Kong the first workers' collectivities which
were concerned with the workplace were the craft unions.9
Joseph Shister, however, fails to recognize more
fundamental influence of the technological structure of
production. Sayles, a much-quoted writer in this area,
argues that The technology of the plant- the way jobs
8See J. T. Dunlop, op. cit., p. 179.
9See, for example, H. B. Butters, Report of Labour
and Labour Conditions, Hong Kong: Government Pers,
1939.
8are distributed and flow into one anotner ana Zne nature
of the division of labour- moulds the types of work
groups that evolve with the plant... The technological
structure... exerts a major influence on the source
of motivation and morale, the work group." 10 Woodward
has also shown that the organizational structure in
industry, especially the task and organizational
specialization, is dependent on technology. 11 What this
kind of analysis tries to bring out is this: the economic
and technological rationality of production dictates that
a certain job organization be established which then
influences the nature of social relationships. The
division of labour, for example, may bring the workers
together which favours the emergence and development of
informal work groups. It may split up the workers which
is not favourable to the emergence of informal work groups.
The existence of informal organization among the workers
provides a favourable condition for the appearance of
formal organization, and hence collective action. In
other words, there are certain kinds of job which requires
10L. R. Sayles, Behaviour of Industrial Work
Groups, New York: Wiley and Sons, 1958, p. 4.
11J. Woodward, Industrial Organization: Theor
and Practice. London: Oxford University Press, 1965,
9the team work of a group of workers. In this case, not
only does the informal organization among this group of
workers develop more easily, but any industrial action
can also be organized more readily. In the garment
industry, the pattern-drawers and cutters, and packers
work in collectively, while the sewers and pressers
work individually.
Another facet of the industrial and marketing
contours is the size of the industrial plant which also
affects workers' propensity to collective industrial
action. The size effect thesis, of course, is not a
new one. The founding fathers of sociology also noted
the important effect of firm size. Durkheim, for one,
stated that small scale industry where work is
less divided displays a relative harmony between worker
and employer. Thus only in large scale industry that
these relations are in a sickly state.12 Marx, for
another, also noted as factory size grew, more and more
workers were concentrated in large organizations in
which personal employer- employee, interaction was
minimal. This increased workers' sense of alienation
12E. Durkheim, The Division of Labour in Society,
Glencoe III: Gree Press, 1933, p. 356.
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and aroused their "class consciousness" which contributed
to collective action.13
More recent empirical studies tend to confirm
this proposition. Lipset and others found that:
The personal ties of small-shop men with their
employers tend to weaken their identification with
organizations predicated as a conflict of interests
between workers and employers. To the small-shop man
the problems of the boss are more persuasive, and the
chances for individual recognition and rewards through
personal relations with the shop oy er are felt to be
greater than in larger shops...14
Alvin Gouldner has also found that a small gypsum
plant developed a certain "Indulgency pattern" based on
a body of norms shared by both management and workers;
the norm was itself the product of the frequent and
extensive management - worker interaction.15 In more
general terms, Ingham argues that the size of firm deter-
mines the degree of bureaucratization of its organizational
structure. In a large firm, there will be greater need
for "The use of universalistic, affectively neutral rules
in the regulation of specific tasks and relationships."16
13See A. Lozovsky, Marx and the Trade Unions,
New York: International Co., 1935.
14S. M. Lipset, M. A. Trow and J. S. Coleman,
Union Demonar: One Internal Politics of the International
Typegraphical Union, Glencoe: Free Press, 1956, p. 152.
15A. W. Gouldner, Patterns of Industrial Bureaucracy,
London: Routledge and Kegan Paul, 1955.
16C. K. Ingham, "Organizational Size, Orientation
to Work and Industrial Behavior." Sociology 1(3):242.
11
Conversely in a small firm, the need for impersonal
controls is much less. Instead, a personalized
authority relationship is likely to develop between
management and workers. This has the effect of
restricting unionization. 17 The relationship between
size and collective action is obvious.
The technological structure also determines
the composition of the labour force, In the f i -st place,
technology dictates whether the method of production is
a labour-intensive or capital-intensive one. More
important, it further determines more or less the sex,
age, educational level and of the workers. The sex of
workers will influence their tendency to collective
action. Many female workers, if not most, look upon
employment in factories as only a transitional stage
between school and marriage. This consideration
certainly reduces the women workers' propensity to
collective action. The age of workers also exerts
important influence. Other things being equal, the
younger worker will be more ready for collective action
for a number of reasons: he feels less loyal to the
firm he has less to lose and he can move and adjust
175. Cleland, The Influence of Plant Size on
Industrial Relations, Princeton: Princeton University
Studies in Economics and Sociology, 1955.
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more easily to other firms and occupations. The
inclination to collective action is also affected by
the workers' educational level. A better-educated worker
is better informed of his rights more resentful to
arbitrary management and better qualified to organize
collective action. The kind of product and the method
of production usually determine the way in which the
workers are enumerated. They may be paid piece-rated,
daily-rated or monthly-rated. As the monthly-rated workers
have a tighter relationship with the firm and have a
relatively long-term view of their employment, they are
more responsive to collective industrial action than
the piece-rated and daily-rated workers.
Workers' propensity to participate in collective
industrial action in a given industry or firm is not
unaffected by that in the society. One group of workers
may have the value of collective action through the
demonstration effect of another group. In Shister's
words, this is the proximity influence. The proximity
may simply be a physical one or an institutional one.
In any case, successful collective action by workers in
the vicinity may inspire and encourage the workers to
resort to collective action.
The second group of factors influencing trade
unionism- one form of workers' collective action- is
13
the sociopolitical framework which includes the climate
of opinion and the labour legislation. Collective
action is likely to meet less resistance and hence to
flourish more easily in a society where the climate of
opinion is favourable to such type of action.
In more definite terms than the societal opinions,
the law can affect directly workers' industrial action
through the imposition of procedural norms on the regula-
tion of industrial relations. The passing of laws
requiring the employers to recognize and negotiate with
trade unions may stimulate workers' collective action
while laws restricting the use of coercive sanctions such
as the strike will discourage it.
A brief survey of the labour legislation in
Hong Kong seems to lend support to this argument. There
are no laws which positively seek to promote collective
bargaining.18 Though the Trade Board Ordinance of 1940
provides the establishment of board on which employers
and employees are represented to fix wage rates and deter-
mine working conditions, no such board has even been
established. The rest of the legislation concerned with
the collective relationship, the employers and employees
18J. England, op. cit., p. 218.
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has largely been negative. It only sets down the conditions
under which certain kinds of industrial action are
prohibited for the sake of public order. Thus the freedom
of trade unions to call their members on strike and
picketing is provided by the Trade Union Registration
Ordinance the right of the employees to engage in union
activities without being victimized by the employers is
provided by the Employment Ordinance. But the freedom
to go on strike is counter checked by the Illegal Strikes
and Lockouts Ordinance which renders illegal a strike
having "any object other than, or in addition to, the
furtherance of a trade union dispute with in the trade
or industry in which (strikes or employees) are engaged
and is designed or calculated to coerce the government
either directly or by inflicting hardship upon the community
or any substantial portion of the community." In effect
any strike which aims at improveing the terms and conditions
of employment by pressing the Government to do so by
legislation is regarded as illegal, and as a result, the
persons involved are liable to fine of HK$1,000 and six
months' imprisonment.
While labour legislation may have played a role
in restricting the overall low level of collective action,
it can explain the differences between industries and
15
firms.19 Other factors are necessary for such an
explanation.
In his attempt to explain union growth, Shister
attributes an important role to trade union leadership.
Though unionism is a significant facet of collective
industrial action, it is not all that the collective
industrial action signifies, for some types of collective
action do not necessarily involve trade unions. Therefore,
trade union leadership will not be as important to our
analysis.
The formation, growth and character of employee
collectivities are affected also by management attitudes,20
a factor that Shister has not recognized. These attitudes
of the management spring from the managerial ideologies
which range from those which admit no collective action
at all to those which favour it. One well known classifica-
tion distinguishes four different managerial ideologies:
(i) dictational or authoritarian (ii) paternalistic
19Take for instance, the percentage of workers
who were trade union members in 1971: in manufacturing
industries it was 8.67, while in the Transport and
Communication, it was 59.89. See Census and Statistics
Department, Hong Kong Population and Housing Census, 1971.
20A. Fox, op. cit., p. 104.
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(iii) constitutional and (iv) democratic or participative. 21
The first two denies workers' collective action while the
latter two accept it. In a country, industry or firm
where managerial attitudes are resistant to workers'
collective action, it has less chance to flourish.
Managerial attitudes of the overwhelming majority of the
Hong Kong firms seem to fall into the first two categories.
One notable example is that S. Y. Chung, one of the
enlightened management in Hong Kong, remarks, where manage-
ment implements equitable policies for employees, there
is no need for employees to form a union to obtain economic
objectives. 22 In general, a union is regarded as conflict-
creating and trouble-making. When it is impossible to
curb the activities of unions, the company is reluctant
to grant them recognition as the personnel manager of
the Shell Co. of Hong Kong Ltd. puts it,
21F. Harbison and C. A. Myers, Management in
the Industrial World- An International Analysis, New
York: McGraw Hill, 1959. Cited in K. F. Walker,
Workers' Participation in Management- Problems,
Practice and Prospects.11 International Institure for
Labout Studies, Bulletin, 12(1975):17.
22S. Y. Chung, Labour- Management Relations in
Hong Kong, Hong Kong Manager, 3(July/August 1967),
p. 151.
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The company, once it has granted recognition to a
union, can scarcely ever withdraw it. The recogni-
tion of a particular union is, therefore, a vital
step and all foreseeable implications must be care-23
fully considered before a final commitment is made.
This type of managerial attitudes can never be
said to be favourable to the development of workers'
collective action.
The above survey, in brief, has enumerated the
structural and non-structural factors affecting workers'
collective action. Analyse along these lines, however,
wrongly assumes, intentionally or not, a mechanistic
relationship between these factors and workers' indus-
trial action. They imply that given a certain combination
of these factors, a particular pattern of workers'
industrial action will follow. This is misleading
because the workers' response to these factors is not
necessarily as mechanical and direct as they presume.
Instead, the work environment, the sociolegal framework,
workers' leadership, and managerial attitudes only set
the limits or constraints upon workers' industrial
action. What actual industrial action, individual or
collective, will take place will be determined in no
smaller measure than the factors listed above by the
23K. K. Yu, Labour Relations, Hong Kong
Bulletin, 3(March 1970), p. 16.
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nature of workers' attitudes. The simple fact is that
if these factors do act equally upon the workers, we
would expect a uniform pattern of industrial action in
a particular country. But the fact is that response
of workers do differ. A study of workers' attitudes
is therefore worthwhile in contributing to our under-
standing of the Hong Kong experience.
The research problem, therefore, briefly stated,
is: What are workers' attitudes towards industrial
action, and what effect do they have on the actual
industrial action undertaken? In the Chapter that
follows, the role of attitudes in social actions will
be discussed.
CHAPTER II
CONCEPTUAL FRAI4EWORK: INDUSTRIAL ATTITUDES AND
INDUSTRIAL ACTION
The central problem of this study is to attempt
to explain the pattern of workers' industrial protests
in terms of their attitudes. The problem may be approached
from a microsociological perspective: from the perspective
of social action.
In the study of human life, sociologists usually
distinguish three levels of descriptions. First, human
life is regarded as basically consisting of a set of
actions and interactions between individuals. They
constitute the basic unit of analysis. Second, when
these interactions between individual actors are regularly
structured to present a stable pattern, they form human
groupings such as the family and voluntary associations.
Third, a collaboration of all human groupings is called
society. This conceptual distinction should not blind
us because, in reality, these three planes interpenetrate.
A full understanding of human life necessitates, there-
fore, constant reference to the three levels of social
activities no matter where the analysis starts.
20
A microsociological analysis of social phenomena
treats social action as the fundamental analytical unit.
In this connection, Weber's time-honored definition still
serves as the point of departure for our discussion:
Action is social insofar as, by virtue of the
subjective meaning attached to it by the acting
individual (or individuals), it takes account of
the behavioty of others and is thereby oriented in
its course.
According to weber, therefore, social action is composed
of three elements. The first characteristic of a social
action is that it is a subjectively meaningful behaviour.
Meaningfulness refers to the goal of the actor. The goal
of an action is some desired future state of affairs.
Conceptually the goals of social actions can be
classified into two broad categories according to the
actors' valuation. First, the goal may be terminal which
means that the state of affairs that the actor wishes to
bring about is valued as an end in itself. More simply
the goal is itself a value. Second, the goal may be
instrumental. In this case, it is a means to some other
goal,
The second feature of social action is that it
takes into account the action of other acting individuals,
24M. Weber, Theory of Social and Economic
Organization, New York: Oxford University Press, 1947,
p. 88.
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This involves a shared understanding of the rights and
duties between the interacting individuals. Take, for
instance, the interaction between management and workers:
a worker works in a particular firm within a definite
span of time of the day according to the instructions
given by management because he expects a reward. On the
other hand, management pays workers because there is a
mutual expectation that the worker will be compensated
for his work. A single social action, therefore, is
an interaction between individuals who more or less
share some norms defining their mutual duties- and. rights
towards one another.
Finally, the third element in Weber's definition
of social action is that the action is necessarily
affected by their perception and interpretation of the
action and expectations of others and of their own action.25
In other words, the ways in which the actor responds to
the action and expectations of others are partly determined
by his understanding of them and of his own actions.
In this way, weber places the individual's subjective
definition of the situation in a very important position
in his definition of social action.
25G. Rocher, A General Introduction to Sociology,
New York: St. Martin's Press, 1972, p. 15.
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As opposed to Weber's subjective definition
of social action, Durkheim, another founding father of
sociology, offers a very different view on this matter.
To understand Durkheim's conception of social action,
one need to go back to his theory of two consciousness.
Durheim draws a distinction between the collective
consciousness and indididual consciousness and individual
consciousness. The collective consciousness consisting
of all the ways of acting, thinking and feeling, forms
the cultural heritage of a society passing from one
generation to another, while the individual consciousness
comes from the unique characteristics, personality and
personal experiences. Individual consciousness does not
necessarily coincide with collective consciousness, they
are nevertheless related.
Here, then, are ways of acting, thinking and feeling
that present the noteworthy property of existing
outside the individual consciousness.
These types of conduct or thought are not only
external to the individual but are, moreover, endowed
with coercive power, by virtue of which they impose
themsfives upon him independent of his individual
will.
There are then two characteristics of collective
consciousness. First, as a pattern of acting, thinking
26E. Durkheim, The Rules of Sociological Method,
Chicago: University of Chicago Press, 1938, p. 2.
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and feeling of a society, it exists outside the individual
consciousness, and is observable.27 Second, the collective
ways of acting, thinking and feeling exist independent
of the individual and exercise coercion and constraint
upon him. Societies vary in the degree of coercion and
constraint that collective consciousness imposes on the
individual. But whatever the degree, collective conscious-
ness is necessarily coercive and constraining. For one
to become social, or to belong to a society, one must
adapt to the collective ways of acting, thinking, and
feeling, internalize them, and organize one's action
accordingly. In Durkheim's view, therefore, an action
is social insofar as it manifests the collective ways of
acting, thinking and feeling.
Durkheim's definition contributes to the notion
of social action by expanding its meaning in two ways.
First, his definition is clearly not exclusively inter-
actionist, that is, social action does not entail
necessarily the physical presence of the interacting
individual. Social action covers all human behaviour
as long as it corresponds to the collective consciousness.
27Because of the feature of externality of this
group of social phenomena, they should be, according to
Durkheim, treated as things, and hence the facts of
sociology.
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Second, by emphasing the coercive and constraining
nature of collective ways of acting, thinking and feeling,
Durkheim locates social action in its environment.
It is clear that the Weberian and Durkheimian
approaches are in fact complementary. In their attempt
to single out what they see as the defining characteristics
of social action, these two approaches ignore what the
other treats as essential. They have highlighted, in
their own line of thought, both the subjective and objective
aspects of the phenomenon, which contemporary sociologists
have accepted as indispensable to analysis. Indeed
contemporary sociologists have also accepted that in
addition to the analysis of the objective structures, an
understanding of the views of the actors involved has
to be sought- be they voters, workers or criminals-
in order to arrive at a fuller explanation of social
phenomena.
In brief, a social action consists of the following
components. First, there is a goal which the actor tries
to attain. If the goal is valued as an ultimate end, it
is called a value. In case that the goal sought is a
means to some other end, it is still instrumental to
value attainment. Second, there are some proper ways or
legitimate means to achieve that value. These are called
norms, that is, a set of rights and duties for regulating
25
behaviour to obtain the value. Third, the actor's choice
of means to achieve the value ofb sometimes the valuation
of the goal itself is affected by the actor's perception
and interpretation of the situation. Finally, the action
takes place in a social context. This context dictates
the values sought by individuals determines the availabil-
ity of means and influences the individual definition
and understanding of the situation. For example, a worker
when asked why he goes to work may reply for money. In
this case the achievement of wealth may be valued in
itself or earning money may be regarded as instrumental
to more-consumption which is valued. To attain this goal
the worker has to stay in the workplace for a period of
time and fulfill the required duties. He chooses to
attain this goal through employment in a factory because
he defines it as the proper way. His internalization of
work for money may be influenced by the social valuation
of wealth or higher consumption his choice of employment
in a factory as proper means he is socialized toward
acquisition of wealth.
In this study we study we are concerned with a
particular area of social action, that is, workers'
industrial action. By workers' industrial action is
meant that type of social action undertaken by workers
26
with respect to their conditions in their capacity as
workers to protect and promote their interests. Defined
as such, worker's industrial action is not only to be
distinguished from their other spheres of social activities
like religious functions, political campaigns and so on
but also to be differentiated from actions in industry
in general. The distinguishing feature lies in the goal
of these actions- they are pursued to protect and promote
the workers' situations. The goal of any social action,
as stated earlier, is the state of affairs that the actor
wishes to attain. Since the goal of social action in
general'is separable into terminal and instrumental, so
is the goal of industrial action. Industrial action, on
the other hand, can also be separated into individual
and collective, depending on whether the workers are
acting on their own or as a collectivity.
Collective action refers to any action taken
by a collectivity of individuals as a whole- as if it
were a singleactor. Since social action is goal-oriented,
a collective action presupposes a minimum consensus on
the common goal of the members of the collectivity. In
this sense, a collective action is equivalent to the
united action of a group of individuals to pursue a
common goal.
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For an individual to attain his goal, he has
to organize his action in such a way as to ensure the
attainment of the goal. Similarly, for a collectivity
of individuals to attain a common goal, the collective
action must be organized. Organization is necessary
if the collectivity is to successfully mobilize power
for in the pursuit of the common goal, the collectivity
may encounter resistance. Organizing individuals involves
structuring the relationship between the individuals in
a regular pattern so that everyone will have a role to
perform. Every organized collectivity possesses a.
structure of roles which can basically be divided into
the leader and the led. If such roles are adequately
performed, then the collectivity will act in such a
coordinated pattern to facilitate goal attainment. The
organization may last for a long period of time and may
survive the particular individuals, or it may exist only
temporarily.
Workers engage from time to time in various
collective actions. They hold picnics and parties and
play ball games and participate in a number of other
social activities. Though these are social gathering of
workers may help to solidify the workers' collectively
which may in turn facilitate workers' industrial
collective action. But they are not industrial collective
action. Industrial collective action is any aocial action
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taken by workers as a collectivity to protect and
promote their conditions as workers. It may range
from the ad hoc organization by a group of workers to
deal with matters arising on the shopfloor to the
highly complex organization of national labour unions.
In any case, it involves organizing the workers into
a collectivity with the explicit goal of achieving the
interests of the members- those interests of the workers
which are related to work. This roughly covers two broad
areas of interests: conditions of employment (wage rate,
severance pay, pension, etc.) and conditions of work
(security, ventilation, lighting, noise, etc.). Industrial
collective action by workers on the basis that it is
concerned with exclusively the above two areas of interests
of workers.
If industrial actions are taken with the purpose
of maintaining or altering the conditions of employment
and or the conditions of work, they can be regarded as
representing workers' protests against their situations.
These protests may be pursued individually through personal
bargaining and negotiation with the management absence
from work or quitting the job. Or they may be taken
by the group of workers as a whole through collective
bargaining, go-slow, strike and so forth.
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The type of industrial protest a worker chooses
is, of course, the product of a number of factors. A
microsociological approach to the phenomena directs our
observation and analysis to the workers' attitudes and
the effect that they have on the course of actions taken.
That the knowledge of the workers' attitudes is
crucial to the understanding why a worker takes one type
of action instead of another has already been implied
in our definition of social action. An action is meaning-
ful to the actor because it is regarded as necessary to
the achievement of a goal which either terminal or
instrumental. In both cases, they indicate the values
of the actor. We can know indirectly the values that
a worker has with respect to industrial action by studying
attitudes. Moreover, worker's choice of course of action
in achieving his values is determined, albeit partly,
by his definition of the situation, which is also reflected
in his attitudes.
All men have certain ideas about themselves and
their environment. But not all ideas are attitudes.
Certain ideas, people may hold rather loosely and casually
while some other are hold more rigidly and regularly.
In this connection, H. J. Eysenck's28 four-tier
28H. J. Eysenck, The Ps cholo of Politics,
London: Routledge and Kegan Paul, 1954,
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classificatory model is useful for locating the proper
position of attitudes. Eysenck distinguishes four
different types of ideas according to their degree of
organization. At the lowest level is specific opinion
on a particular issue. It is purely ephemeral and
unrelated to other opinions. At a higher level is the
habitual opinion which is constantly held by the individual
and hence more stable. At the third level is the attitudes,
Here we find not only that an individual holds a
particular opinion with regard to a particular issue
with a certain degree of stability we also find that
he holds concurrently a large number of other opinions
on the same issue which in combination define his attitude
towards that issue.29 In other words, attitudes are
a group of closely related opinions on the same issue,
which are more or less structured, and present to observers
a recognizable pattern. Finally at the highest level is
the ideology composing a group of attitudes which are
correlated with one another to form a unified whole.
Attitudes, therefore, while formed by a network
of stable opinions, are themselves an element of ideology.
29 Ibid., p. 112,
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They represent a definite orientation of an individual
to a particular issue. They represent the ways that one
defines and comprehends a portion of social reality.
They embed the values that one has towards the issue and
in effect, they structure one's perception of that issue,
and consequently determine the necessary steps to attain
the value.
For an individual, therefore, attitudes fulfil
for him the function of preparing him to respond readily
to certain types of social situations if and when these
situations arise.30 As an example of a type of attitude,
we might think of a worker who views the employers and
workers as two opposing classes. He sees the relationship
being exploitative, and that collective action on the
part of the workers represents both a challenge to employer
prerogatives and is a symbol of class solidarity. This
set of opinions (in Eysenck's sense) taken together
indicate that he has the class-consciousness attitudes.
David Lockwood who initiated a pioneering study
in the field of workers' industrial attitudes proposed a
typology of workers and their corresponding forms of
30R. T. LaPiere, Attitudes Vs. Action, in
D. P. Forcese and S. Richer,(ed.), Stages of Social
Research- Contemporary Perspectives, New Jersey:
Prentice-Hall, nc., 19709 p. 93.
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social consciousness. On the basis of work and community
relationships, Lockwood differentiates three different
types of workers. First, traditional proletarian
workers who concentrate usually in such industries as
mining, docking and shipping, tend to have a high degree
of job involvement and strong attachments to primary work
groups.31 They use a power model of society. Second,
traditional differential workers, found in service
industries, family enterprises, and agricultural employ-
ment, develop personal relationships with the employer
which hinder them in forming strong worker ties. They
usually perceive the society in terms of a status hierarchy.
Finally, the Privatised workers, employed in large
factories with mass-production technologies, are restrained
by technology from forming cohesive work groups. They
usually hold a pecuniary model of society.
What is more relevant for the present study,
however, is that Lockwood discovered some interesting
relationships between the workers' attitudes and their
participation in collective actions. In the case of
the traditional proletarian workers, their strong sense
of shared occupational experience and their pride in
31D. Lockwood, Sources of Variation in Working
Class Images of Society, Sociological Review, 14(1966),
p. 250.
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work lead them to value their participation in occupa-
tional communities as a symbolic expression of their group
cohesiveness. Though not explicitly stated, it can be
inferred from Lo ckwood' s proposition that this type of
worker would view industrial collective actions with
similar attitudes. In other words, the terminal value
that they impute to the work associations is carried
over to industrial collective action. Lockwood is more
explicit with the modern privatised workers. He states,
By contrast with the proletarian traditionalist,
the privatised worker will tend to join and support
his trade union for instrumental rather than class
solidaristic reasons. Given his materialistic, home-
centered associations, the trade union for him is
less the symbolic expression of an affective attach-
ment to a working class community than a utilitarian
association for achieving s private goal of a
rising standard of living.
In other words, in contra-distinction with the traditional
proletarian workers, privatised workers possess an
instrumental attitude towards industrial collective action
as reflected in their orientation to trade unionism.
These two kinds of workers apparently represented
two polar types of workers' attitudes towards industrial
collective action: industrial collective action is
conceived of as a value in itself on the one hand, while
it is treated as a means to personal gain on the other.
321bideq p. 258,
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Though neither instrumental nor terminal attitudes are
necessarily related to industrial collective action,
there is a congruency between the type of attitudes
taken and industrial collective action. This may mean
that a relationship exists between the attitudes towards
industrial collective action and actual participation
in it. To be sure, two different types of attitudes may
lead to the same industrial collective action. But this
difference should not disguise the underlying principle
that these two types of attitudes have defined the situa-
tion in such a way that industrial collective action is
desirable. It is this definition of industrial collective
action as desirable (whether for terminal or instrumental
reasons) that partly determine the workers' participation
in it. It is also this definition of industrial collective
action as desirable may lead to workers' participation in
collective rather than individual action. Thus the defini-
tion of a type of industrial action as desirable or not
is congruent with the type of action actually taken.
Lockwood's description of the privatised worker
was supported by the research he did in collaboration
with Goldthorpe and others33 on car assembly workers.
33J. H. Goldthorpe, et. al., The Affluent Worker:
Industrial Attitudes and Behaviour, Cambridge: Cambridge
Univ. Press, 1968,
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The result of this research suggests a number of explicit
propositions, one of which is relevant to our present
discussion. Workers tend to have distinctive orientation:
towards work and to attach a certain set of meanings to
their work situation these orientations and values then
play a significant part in determining their industrial
action. More specifically, they have found that workers
have an instrumental attitude towards work- that work
is a means to almost exclusively economic rewards. This
instrumental attitude towards work, as Goldthorpe has
found, is carried over to industrial action. To the
workers, industrial collective action is also a means to
economic rewards, as is work.
If Unionism in the style of these workers can be usefully
described as 'instrumental collectivism'--collectivism,
that is to say, which is directed to the achievement 1134
of individuals' private goals, outside the workplace.
This finding again reveals that first the workers'
attitude occupies an important part in the explanation of
workers' industrial action. Goldthorpe argues that the
unionism of these workers is to be understood in terms of
the characteristic attitudes which they bring to their




is consistent with their definition with the situation.
Goldthorpe also maintains that the difference in
union membership of manual and non manual workers reflects
the difference in their attitudes. Within modern
industry, participation in action of this kind, via
union membership, still typically differentiates manual
from non-manual employees, and in this way reflects
certain continuing differences between these two groups,
both in their objective work situation and in their
orientations towards work.36
These Affluent Worker studies, however, have
not been accepted uncriticised. W.-W. Daniel, most
notably, questions the assumption implicit in Goldthorpe's
studies that the workers' orientations to work and
industrial action are fairly stable over time and in
different contexts@ Instead he finds that workers'
attitudes do. vary at different times and in different
situations.37 Dorothy Wedderbum, on the other hand,
challenges another of Goldthorpe's assumption that
workers' attitudes are formed entirely outside and before
36Ibid., p. 115.
37W.'W..Daniel, What Interests a Worker?
New Society, (23 March, 1972):583-586.
37
work. She finds that the in-work situation is equally,
if not more, important in influencing workers' attitudes,
of which technology and control are important variable.38
The basic idea of the Goldthorpe and his colleagues,
however, remain a useful one for the analysis of the
relationship between workers' attitudes and their indus-
trial action.
On the basis of the preceeding discussion, workers'







The first category represents a congruence between
the workers' instrumental attitudes towards collective
actions and their actual participation in collective
actions. To the workers belonging to this category, their
participation in industrial collective action is precisely
because they have a positive attitude towards it- they
38D. Wedderburn, What Determines Shopfloor
Behaviour? New Society, (20 July, 1972): 128-130.
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believe that such action can improve their work situation,
either conditions of employment or conditions of work,
or both. The type of collective action actually taken
varies over time and place. It may range from a loosely
organized sabotage in protest against the shortening of
tea time to a highly institutionalized procedure of
collective bargaining in nation-wide industry. Never-
theless, they are actions that involve the collectivity
of workers as a whole, hence a certain degree of formal
organization of the workers. Workers participate in
collective instead of individual action, because they
have attached a meaning to the former, which they have
defined as proper and desirable for the attainment of
their values.
This category of workers is best approximated
empirically by Lockwood's -privatised workers and
Goldthorpe's affluent assembly-line car workers. In
fact the scene of industrial relations in contemporary
Western industrial countries is increasingly dominated
by economic unionism, or business unionism. Whatever
it is called, they all point to the fact that workers'
participation and support of trade unions is motivated
by instrumental attitudes. Workers regard the trade
unions a service organization, responsible for
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negotiating contracts for its members in order to
achieve more for them. More means higher wages,
shorter hours, and better working conditions.
The second category represents an entirely
different attitude towards collective action: an
attitude which regards industrial collective action
by workers as an end in itself, as something to be
valued for its own sake. Workers who take part in
collective action view it as an expression of their
class unity and solidarity. In this case, there is a
congruence between the workers' terminal attitudes
towards collective action and their actual participation
in it. Workers belonging to this category, by implica-
tion, will not pursue any individual industrial action,
as so doing violates their definition of the situation.
These workers are best examplified by Lockwood's
traditional proletarian.
The third category represents a congruence
between the instrumental attitudes towards individual
industrial action and their actual preference of individual
actions to collective ones. To this category of workers,
participation in collective action is interpreted as
jeopardizing their achievement of personal gains.
Participation in collective action may invite management's
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enmity or it may involve a lot of time and energy in
organizational work. On the other hand, members of
this category regard individual action as efficient and
effective, and it works for their benefit.
The fourth category indicates the congruence
between workers' terminal attitudes towards individual
action and their actual acting it. In the eyes of these
workers individual action is valued for its own sake.
Such an attitude reflects the pure form of individualism
of workers' orientations to work. They believe that the
responsibility of improving one's lot lies exclusively
in oneself and is nobody else's business. Participation
in collective action is seen as dependence on others, a
lack of the sense of individual responsibility, which is
condemned.
The four combinations of workers' attitudes and
industrial action set forth above are meant to be ideal
types. They are not full descriptions of reality. The
classificatory model is so constructed as to guide,
classify, and analyze our observations. In reality, it
is possible that we may find the four combinations do
not exist in the pure form. We may find, for instance,
that workers attach both instrumental and terminal values
to collective or individual industrial action, or workers
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seek different industrial actions under different
contexts. But one can justifiably assume that one of
the four combinations of attitudes and action may be
dominant in a worker at a particular point of time.
The usefulness of the model, therefore, depends on the
extent to which that worker's attitudes and actions
in reality can be adequately described, classified and
analyzed.
By now, it is clear that it is the contention
of the present study to treat industrial attitudes as a
factor deterrzining workers' industrial actions. When we
concentrate our observation and analysis on the level
of social action, a certain degree of independence of
attitudes must be granted. Goldthorpe's findings add
weight to this contention. Placed in a wider perspective,
industrial attitudes like all ideas that men hold., are
never truly independent. They are shpaed and moulded
by various forces and processes. It is essential that
these forces and processes can be adequately known, and
that the effect of their variations can be specified.
The low degree of collective industrial action
undertaken by garment workers may be due to, as the
preceeding discussion contends, the individual-oriented
attitudes of the garment workers. In the garment industry,
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the determining factor of workers' individual-oriented
attitudes seems to be in the social and technological
organization of the industry. As has been discussed in
Chapter I, the technological structure of the industry
determine, in varying degree, the sex, age, educational
level, occupational division, and wage system of the
workers. These variables may, in turn, influence
workers' industrial attitudes.
Because of the job nature, the garment industry
demands a high proportion of young female workers. As
pointed out in Chapter I, women and more difficult to
organize as they are far less committed to paid employ-
ment than men. The female workers are also young. In
general young workers are more collective-oriented. But
in this industry, it seems to contradict the general
observation. The predominant influence of the female
role is so great that it outweighs that of age and plant
size. Consequently Joe England states that thus in
just those industries where the factories are large and
where one wouldexpect trade union strength to lie, the
youth and sex of the labour force are not conducive to
its development.1139
39K. Hopkins, op. cit., p. 236.
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On the other hand, the division of labour in
this industry is in such a way that the majority of
workers work independently and paid piece-rated- a
situation which is certainly not favourable to the
emergence of collective-oriented attitudes. The constraint
and conditions laid by the productive system may be so
great that individual-oriented attitudes may be found
dominant among the workers. Indeed, T. Lupton, after
conducting an in-depth study of a garment factory in
Britain, stated that,
The productive system--in which I include the
system of wage payment--encouraged individualism.
The layout and the attitudes and expectations of the
workers discouraged spontaneous cooperat6on either
to help or to hinder management's plans
Based on the above discussion, the following
hypotheses are advanced to be verified.
Workers who have collective-orientedHypothesis 1
attitudes tend to take more collective
industrial actions workers who have
individual-oriented attitudes tend to
take more individual industrial actions,
2.1 Male workers are more collective-orientedHypothesis
than female workers.
2.2 Young workers are more collective-oriented
than old workers.
40T. Lupton, On the Shop Floor, Oxford: Pergamon
Press, 1963, p. 68. See also S. Wnnison, Wages and Work
Allocation, London: Tavistock Publications, 1966,
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2.3 More educated workers are more collective-
oriented than less educated workers.
2.4 Pattern drawers and cutters, and packers
are more collective-oriented than sewers
and pressers.
2.5 Monthly-rated workers are more collective-
oriented than piece-rated and daily-rated
workers,
Hypothesis 3.1 Male workers take more collective action
than female workers.
3.2 Young workers take more collective action
than old workers.
3.3 More educated workers take more collective
action than less educated workers.
3.4 Pattern drawers and cutters, and packers
take more collective action than sewers
and pressers.
3.5 Morythly- ated workers take more collective
action tian piece-rated and daily-rated
workers,
In the next Chapter, the ways through which




A. Purpose of the Research
This research has two purposes. The first
elicits workers' attitudes toward industrial collective
action. In Hong Kong,inforrnation about workers' attitudes
is lacking and any relevant information should be valued.
S. Y. Chung, a member of theLegislative Council and a
past chairman of the Federation of Hong Kong Industries,
has remarked, In the light of experience from my own
group of companies which have world-wide manufacturing
operations, I think our labour-management relations are
among the best in the world. 41 Such comments may
console some people but they scarcely tell us anything
about what the workers think and why they have not been
as agressive as their counterparts in other countries.
The second objective is to try to explain indus-
trial collective actions in terms of workers' attitudes.
It treats workers' industrial action as a dependent
variable and industrial attitudes as an independent
variable. It is widely accepted in the existing literature
41S. Y. Chung, Our Labour-Management Relations.
Hong Kong Trade Bulletin, (July 1967):74.
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on industrial relations, as Chapter I has tried to show,
that workers' industrial action is the outcome of the
interaction of a number of factors existing inside and
outside of an industrial plant: (1) economic-industrial
structure and change (2) socio-legal framework (3)
managerial policies (4) trade-union leadership and
(5) workers' attitudes, though the relative weight of
the influence of eLch of these five groups of groups of
factors has not been clearly demonstrated. But workers'
industrial action can be said to vary according to their
industrial attitudes. It is the aim of this research to
show such a relationship.
While the socio-legal framework can be safely
assumed to be unchanged at a particular point of time,
some components withing the economic-:industrial structure
vary. Particularly relevant to the workers' attitudes
are: sex, age, educational level, occupation, and the
wage system. Consequently the type of industrial action
to be undertaken also differs. The research, therefore,
treats the workers' industrial action as the dependent
variable, industrial attitudes as the intermediate
variable, and the socio-economic factors as the independent
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B. Definitions and Measurements
Worker's Industrial Attitudes
A worker's industrial attitudes in respect to
industrial action may fall on any point along a continuum
between the ends: collective and individual. In the
former, the worker attaches a positive value (instrumental
or terminal) to collective industrial action, while in
the latter, a positive value (instrumental or terminal)
to individual industrial action. Operationally industrial
attitudes are discovered by the workers' answers to a set




Social action which workers pursue to protect
and promote their interests in their capacity as workers
is defined here as industrial action. The interests of
workers in the workplace can be roughly classified into
two broad areas: terms of employment (wage rate and
time of work) and conditions of work (security, ventilation,
lighting and noise). Generally, therefore, industrial
action is undertaken to alter the terms of employment and/
or the conditions of work.
Industrial action may be undertaken by a single worker-
hence it is called individual industrial action. Operationally
this may be measured by personal bargaining with manage-
ment and threat of resignation.
Industrial action may be taken by a collectivity
of workers to alter the terms of employment and/or condi-
tions of work of one, some or all of the members of the
collectivity- hence it is called collective industrial
action. The collectivity may be either a formal and
permanent organization such as trade union or shopfloor
organization, or an ad hoc organization of workers temp-
orarily formed to deal with emergent issues. This type
of ad hoc organization may arise out of informal groupings
of workers but becomes different because it is single
issue-oriented and necessistates some degree of formal
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organization. Operationally, collective industrial
action is defined as collective bargaining, the threat
of collective resignation involving more than half of the
workers of the same department or of the same factory,
trade union intervention, strike and sabotage organized
by these collectivities.
Factory size
Factory size refers to the number of workers
employed by an industrial establishment. On the basis
of number of workers employed, factories are classified
into small (less than 50 workers), medium (50 to 1,000
workers), and large (over 1,000 workers).
Socio-economic Factors
This group of factors include the sex, age,
educational level, occupation and wage system of the
workers. Occupation is classified into pattern-drawing
and cutting, sewing, pressing, and packing. Wage system
is classified as piece-rated, daily-rated and monthly-
rated.
C. Factory Selection
The distribution of firms accordint to size
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in the garment industry in 19724-' was as follows: 77.3
percent of the registered and recorded industrial
establishment were small (employing less than 50
workers), 22.2 percent were medium (employing 50 to
1,000 workers) and 0.4 percent were large (employing
over 1,000 workers). Roughly speaking, the proportion
of the three categories of garment firms was 150:40:1.
As the proportion of large firms in this industry is
exceedingly low, to include one large firm in the selection
would necessitate the inclusion of 150 small firms and
40 medium ones, a total of 191 which is outside manage-
able limits.
Seven garment firms were selected for study.
Five were small and two medium. They were not randomly
selected. Instead, the names and addresses of these
seven firms were obtained through personal introduction.
A friend who worked in a garment-exporting firm had
frequent contacts with the local garment factories.
Through his introduction and pre-arrangement, I obtained
the consent of the management to conduct the study in
their respective plants.
42Only the figures of this year was made available
to the public. See Labout Department, Statistics on
Registered and Recorded Industrial Undertakings Classified
y Industries anNumber of Employees in March 1972.
Part I.
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I am aware that generalizations drawn from the
results of this study are tenuous because of the special
method of selection. Nevertheless, it is highly proble
that these seven factories did not differ markedly
from the average plant of the same size as far as their
technological arrangement of production is concerned.
Moreover, they are under the same legal-political set-up
and are subject to the same sort of social climate. At
worst they can be taken as raven cases in the industry.
D. Data Collection
A sample of 60 workers was drawn from the seven
factories. A quota of six workers were randomly chosen
from the five small-size factories a quota of fifteen
workers from the medium-size factories.43 The process
of obtaining the sample was as follows: (1) a set of
consecutively numbered cards was prepared (2) when
data collection was carried out, the number of workers
was obtained from the management, and cards according
to plant size were randomly drawn() as every worker
occupies a definite position in the process of production,
431f a single quota was set irrespective of plant
size, the sample would over represent the small-size
factory workers.
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and hence a definite workplace44 such was numbered,
counting from the beginning to the end of the production
process. Therefore, the particular worker corresponding
to the number drawn can be interviewed. Ultimately,
these made up a sample of 60 workers.
There are two basic techniques of discovering
attitudes: depth interview and/or unstructured inter-
view or questionnaire. The questionnaire is the less
costly method of collecting information from the workers.45
Data were collected at the factories. If data were not
collected there, they would have had to be obtained at
the workers' homes individually or in a place large
enough to hold the 60 people. These alternatives were
unacceptable, for lack of resources and the presumed
reluctance of the workers. The choice of the factory
as the spot of collecting information limits the choice
of techniques. Inside the factory the amount of sound
from the sewing machine is enormous, making an interview
difficult, if not impossible to carry out.
44As for the general workers who do not specialize
in any job and therefore do not occupy any particular work
place in the plant, they were put at the end of the process
of production.
45C. Seltiz, et. al., Research Methods in Social
Relations, London: Methuen and Co., Ltd., 1965P pp. 236-278.
W. J. Goode and P. K. Hatt, Methods in Social
Research, New York: McGraw-Hill Book Co., 1952, pp. 132-208.
J. A. C. Brown, The Social Psychology of
Industry, Pelican, 1970.
J. P. Wiseman and M. S. Aron, Field Projects in
Sociology, London: Transworld Publishers Ltd., 1972.
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Apart from expedient considerations, the question-
naire method is preferred on scientific grounds. As
pointed out by Seltiz, the impersonal nature of a
questionnaire- its standardized wording, its standardized
order of questions, its standardized instructions for
recording responses- ensures some uniformity from one
measurement situation to another.46 It yields a more
reliable result in comparison with the interview for the
interviewing situation inevitably varies. Moreover, when
the number of interviewees is of considerable size, the
interviewer may unconsciously develop a bias as he or
she moves to the end of the sample.
There are two possible objections to the use of
questionnaires in industry. First, workers may not
answer the questions honestly because of the fear of
management. Though such fears may be real, they can be
minimized by assurances of complete anonymity particularly
in respect to management. Second, workers may be
illiterate and cannot answer the questions. But since
the majority of workers (especially the female sewing-
machine operators) are young, it is likely that they have
received at least some form of primary education and did
4b C. Seltiz, et. al., Research Methods in Social
Relations, London: Menthuen an Co., Ltd., 1965, pp.
236-2780
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not find any difficulty in understanding the questions
which were phased in Chinese as close as possible to
colloquial expression.
The questionnaire contained 39 questions which
were classified into three groups. The first was composed
of questions on sex, age, educational level, occupation,
and the system of wage payment of the workers. The second
group consisted of questions on the workers' participation
in industrial action in the past. The final group of
questions comprised questions on workers' attitudes towards
industrial action in general. The questions were given
fixed-alternative answers for the respondents to choose.
Before administering the questionnaire, I paid
a short visit to the factory and the manager (for the
five small-size factories, the managers were also the
proprietors for the two medium-size ones, the managers
were themselves employees) explained to him the purpose
and nature of the study and arranged a date and time
convenient for carrying out the study. Incidentally,
the two medium-size firms preferred the study to be
started shortly before the lunch time. The reason for
such a choice was that it caused less disturbance to the
production. On the other hand, the five small-size firms
did not have any particular preference.
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During the period of data collection, I went
to the factories on the appointed day and time. I
approached the chosen workers (according to the method
described above) individually and explained to them the
nature and purpose of my study. The majority of them
responded positively and consented to answer the questions.
But there were about ten workers who when fire, tapproached
refused. In these cases, I obtained other workers by
selecting another number randomly to fill up the vacanies.
I was present when they filled out the questionnaires.
It took an average of about fifteen minutes to finish one
questionnaire.
In the following Chapter, the data collected
will be presented and analyzed.
CHAPTER IV
RESULTS AND ANALYSIS
In the preceeding chapter, it has been pointed
out that this research collected information on workers'
industrial attitudes, their industrial action experience,
their sex, age, educational level, occupation and wage
system. The method and technique through which the
above information was obtained has been described in
Chapter III. In this chapter, the findings will be
presented and subjected to statistical analysis, in
order to find out whether this study can lend sup port
to the explanation advanced in Chapter II.
A. The Research Setting
Of the seven factories studied, five employed
less than fifty workers (32-48), the other two employed
slightly more than one hundred workers. The five small-
size factories manufactured either shorts or trousers
of relatively low quality the two medium-size ones
produced men's shirts. But all seven factories had the
same social and technological structure.
A factory was divided into four departments
each being responsible for one major division in the
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process of production. The four departments were:
pattern-making and cutting, sewing, ironing, and packing
(see Chart 4.1).
1. Pattern-drawing and Cutting
The first step in making shorts, trousers or
a dress was drawing the parts of the garment on cardboard.
Then the fabric was cut into pieces according to that
pattern. The cutting was done in such a way that it
would ensure maximum utilization of a piece of fabric.
The pieces of fabric, in different shapes, were then
arranged into piles and delivered to the sewing depart-
ment. Employees in the pattern-drawing and cutting
department worked as a team of contract workers. That
is, the firm did not pay each worker directly. They
were paid as a team in a lump sum, which was distributed
among the individual workers. The head of the team
usually got a larger portion, while the less experienced
members got a smaller one. The amount paid to the team
differed according to the degree of complexity of the
pattern. The managers reported that management always
set the rate.
2. Sewing
The sewing department was the largest of the
four departments. There were two types of sewing
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machines, both electric-powered, a large number of
general sewing machines and a few responsible for sewing
the special parts of the garment, e.g. buttons and
zippers. After sewing, the garments were trimmed of
their loose threads. This was done by a group of
separate workers in the medium-size factories. But in
the small-size ones, it was done by the sewing-machine
operators themselves.
3. Ironing
After the process of sewing and trimming, the
garments were sent to the ironing department which was
responsible for pressing with an electric-powered ironing
machine. This was done on a long bench,
4. Packing
The properly pressed garments were then inspected
for quality packed and put into cartons and were ready
for delivery. Packing involved two or three workers
working together.
CHART 4.1







B. Socioeconomic Background of the Workers
The sample consisted of fifty-seven workers from
seven factories. But three questionnaires were not properly
completed and were discarded. There were fifteen male
and forty-two female workers. The ratio between male and
female workers was 1:3 in the original sample which was
slightly biased towards female workers when compared
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with the overall ratio in this industry.
The age distribution of the workers ranged from
18 to 46. Forty-two of them were twenty-six years old
or below; among whom thirty-nine were female workers.
On the other hand, the relatively older workers were
mostly male.
The level of education of the fifty-seven workers
ranged from 1-3 years of primary education to 1-3 years
of secondary school (see Table 4.1). The majority (54)
of them received six years of education or less. But
this was higher than overall percentage for all the
manufacturing workers in Hong Kong. 48 The three workers
47 The number of male and female workers employed
in this industry in 1974-75 was 35,817 and 97,423 respect-
ively, the ratio being 1:2.7. See Commissioner for Labour,
Annual Departmental Report, 1974-75.
48 In 1971, the number of workers having either
lower primary or upper primary education was 446,440 in
a total manufacturing labour force of 747, 531, about 60%
of the total. See Census and Statistics Department,
Hong Kong Population and Housing Census, 1971, Basic Tables,
Table 10.
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who received higher than primary education were all
male,
TABLE 4.1
LEVEL OF EDUCATION OF THE WORKERS
No. of Workers
MaleLevel of Education Female Total
Primary 1-3 20 244
8 22Primary 4-6 30
Form 1-3 03 3
At
15Total 57
The fifty-seven workers came from different
occupations (see Table 4.2). The division of labour
according to sex was obvious. As far as these factories
TABLE 4.2











were concerned, it was observed that the pattern-drawing
and cutting department was exclusively staffed by male
workers. I tried to seek the reason from the management.
But they simply said that it was the custom in this
trade. While the tradition might play an important role
in the recruitment of new workers into this craft, it
did not explain how and why this tradition originated.
In four of the small-size factories, the pattern-drawers
and cutters worked as a team. The head of the team, often
referred to as the she-fu
were a subcontractor. He was responsible for the recruit-
ment, quality control and work supervision of his team
of workers. He sometimes was also the master of several
apprentices. But in the other factories, they were
individual employees and were paid monthly.
The packing department was filled by male workers.
This might be because of the nature of the job. The
packing and cartoning of garments involved heavy manual
labour.
On the other hand, the sewing machine operators
and ironing workers were exclusively female. In the
seven factories, the sewing department was, without
exception, the largest one.
There was one male worker who did not belong
to any of the four departments. He did not have any
师 父 master), acted as if he
62
special skill and was not directly involved in the
production process. His role was auxiliary. His duties
included maintaining the cleanliness of the factory and
delivering the fabrics and garment from one department
to another. He was called a general worker.
The system of wage payment of the fifty-seven workers
was of three kinds: monthly rated, daily rated and
piece rated. The distribution of workers according to
the system of wage payment is shown in Table 4.3. All
TABLE 4.3







the fifteen male workers were paid monthly. But the
method of remuneration for the female workers covered
the three types, the piece-rated workers were the most
numerous.
When the system of wage payment was combined
with the occupations, a clearer picture emerged (see
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Table 4.4). We found that while the sewing-machine
operator might be paid monthly rated, daily rated or
piece rated, most of them received piece-rated wages.
TABLE 4.4
THE DISTRIBUTION OF WORKERS BY




Male Female Male Female Male Female
Pattern-drawer
and Cutter 8 0 0 0 0 0 8
Sewing-Machine
260 00Operator 44 34
0 010 8Presser 4 ll
0 60 0 06 0Packer
00 10001General Worker
29 570 8 015Total 5
C. Workers' Industrial Attitudes
Twelve questions (Question 18 to Question 29)
asked about the workers' attitudes toward industrial
action. Wage rate, time of work and conditions of work
were taken to represent the areas of interest of the
workers and bargaining, threat to leave, trade union
intervention, and strike and/or sabotage were taken to
represent the different forms of industrial action worker's
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might take to deal with disputes arising from the three
areas of interest. The twelve questions can be classified
into three groups according to the areas of interest:
wage rate, hours of work and conditions. of work, each
consisting of four questions. Each question attempts to
reveal the respondents' attitudes towards one type of
industrial action with respect to one area of workers'
interest. The questions are in turn divided into two
parts: the f irst part attempts to f ind out whether the
worker has a positive attitude towards collective indus-
trial action while the second part attempts to find out
whether he or she attaches a terminal or instrumental
attitude to the form of industrial action (i.e. collective
or individual) he or she prefers. The answers to the
two parts of the twelve questions are discussed in turn
below.
When asked which action was better to improve
wage rate, individual bargaining or collective bargaining
(Question 18), thirty answered individual bargaining was
better, the remaining twenty-seven answered collective
bargaining was better. When they were asked (Question
19) whether threatening to leave the firm individually
or collectively was better to improve wage rate, the
pattern of response was q.tite similar: thirty-two of
them preferred individual, the other twenty-five preferred
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collective. But the pattern of response changed
drastically for Question 20: fifty of them answered that
it was not good to seek help from trade union to improve
wage rate, only seven answered that it was good. Similarly,
when asked was it good to join a strike or sabotage in
order to seek wage improvement fifty-two responed no, while
five responded yes (see Table 4.5).
With regard to individual or collective industrial
action to improve wage rate, the workers' attitudes varied
according to the forms of industrial action: slightly
less than half of them preferred collective bargaining to
individual bargaining and threatening to leave the firm
collectively to similar action individually, but the over-
whelming majority of them held negative towards such
collective action as trade union action, strike or sabotage.
The pattern of responses to another area of
workers' interest, hours of work, chanted slightly towards
the side of individual action. In reply to the question
which asked which action was better in order to improve
the hours of work, thirty-six of them preferred individual
bargaining, the other twenty-one preferred collective.
As for the action of threatening to leave the firm, thirty-
seven preferred to do so individually, the rest preferred
to do so collectively. Again, the great majority of
them responded negatively to trade union action and strike
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Table 4.5
Workers' Industrial Attitudes (Questions 18-29)
Industrial Strike orTrade Union
BargainingAction Threat to Leave SabotageIntervention
Areas
of
NOYesNoYesInterest Collectove Individual Collectove Individual
73225 5255027Wage Rate 30





or sabotage. Fifty thought it was not good to seek
trade union help for improvement of hours of work, while
the other seven thought it was fifty-two replied that
it was not good to join a strike or sabotage for improve-
ment of the time of work while the other five replied it
was (see Table 4.5).
The last group of questions centered on the
conditions of work. For these four questions, still
fewer workers responded positively towards collective
actions. There were thirty-nine workers who preferred
individual bargaining and threat to leave the firm
individually in order to improve conditions of work
the other eighteen preferred to act collectively. As
for trade union action and strike or sabotage, the numbers
of workers responding negatively were fifty-two and fifty-
four respectively (see Table 4.5).
To summarize the workers' responses to the twelve
questions and to present an overall picture of the att-
itudes of the fifty-seven workers, one needs a single
score for each worker. To quantify the data, every
response which represented a collective oriented attitude
was given a score 1, while every response which indicated
an individual oriented attitude was given a score 0.
Every Question was given equal weight. Therefore, the
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overall score for a single worker could then be obtained
by adding up the scores of the twelve questions.
Logically speaking, the overall scores of the fifty-seven
workers could range from a minimum of 0 to a maximum of
12 (see Table 4.6a). The table shows that over half of
the workers (39) had scores below 5, indicating that out
of the twelve questions, they chose less .than five
collective-oriented attitudes responses. In fact,
twenty-eight of them did not choose any of the collective-
oriented attitudes responses at all.
TABLE 4.6a
WORKERS' INDUSTRIAL ATTITUDES: INDIVIDUAL-COLLECTIVE
Scores 0 1 2 3 4 5 6 7 8 9 10 11 12 Total
No. of 28 3 4 1 3 11 1 2 1 3 57
Workers
The scores of workers were ranked in such a way
that those who scored the lowest (i.e. 0) could be
regarded as the most individual-oriented, while those
who scored the highest (i.e. 12) as the collective-
oriented. As such, the workers could be arranged
according to their scores along this continuum: the
lower the score the less collective-oriented the higher
the score, the more collective-oriented (see Table 4.6b).
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TABLE 4.6b
WORKERS' INDUSTRIAL ATTITUDES: INDIVIDUAL-COLLECTIVE
Non- Fairly Rather Strongly
Collective- Collective- Collective- Collective-
oriented oriented oriented oriented
(0) (1-4) (5-8) (9-12)
No. of
Workers 28 11 12 6
As mentioned earlier the second part of these
twelve questions sought to discover the workers' attitude
along a terminal-instrumental continuum. The data
collected were also under similar treatment was as the
above: the response representing terminal value was given
0, while that representing instrumental value was given
1. The higher the total score of a worker, therefore,
indicated that he or she was more instrumental-inclined
and the lower the score indicated that he or she was more
terminal-inclined. The distribution of workers' scores
tended to concentrate at 0, 6, and 12 (see Table 4.7a).
TABLE 4.7a
WORKERS' INDUSTRIAL ATTITUDES: TERMINAL -INSTRUMENTAL
Scores 0 1 2 3 4 5 6 7 8 9 10. 11 12 Total
No. of 13 1 3 21 1 1 1 16 57
Workers
70
Tne workers were again rearranged into four
categories, ranging from the non-instrumental (i.e.
terminal) to the most instrumental-oriented (see Table
4.7b).
TABLE 4.7b
WORKERS' INDUSTRIAL ATTITUDES: TER.iINAL-INSTRUNE'dTAL
FairlyNon- Rather Strongly




It has been pointed out in Chapter II that logically
speaking, a worker's attitude may take one of the four
forms: individual-terminal, individual-instrumental,
collective-terminal and collective-instrumental.
To find if there was any association between the
individual-collective continuum on the one hand, and the
terminal-instrumental on the other, Goodman and Krushal's
Coefficient of Ordinal Association, gamma, was used.
49 See L. C. Freeman, Elementar A lied Statistics,
New York, John Wiley Sons, Inc. 1968, pp. 79-88. The
formula used for calculating gamma is:
Where 9A= frequency of agreement of the two ranks
A= frequency of inversion of the two ranks
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Gamma was employed because it was suitable for the
treatment of data collected from two ordinal scales.
Both the individual-collective and terminal-instrumental
continuua were arranged in four ranks. These two series
might be in perfect agreement when workers were ranked
in exactly the same order, or they might be in perfect
inversion, when the highest individual on one scale was
lowest on the other and so on, or they might be in






















was found that G=o,17. This indicated that there was
17% greater agreemtnt between the two ranks. More
specifically, it showed that the agreemtnt between
collective and instrumental attitudes (or it was the
same thing as individual-terminal was greater than the
disagreemtnt between collective and terminal (which was
the same thing as individual-instrumental) by 17%.
Therefore one is able to predict, as far as the fifty-
seven workers is concerned, a worker's instrumental
orientation on the basis of his or her collective
attitudes, or a worker's terminal orientation on the
basis of his or her individual attitudes, with 17%
greater accuracy than according to chance alone. Of
course the prediction can go both directions, that is,
one is also able to tell of a worker's collective or
individual attitudes according to his or her instrumental
or terminal orientation.
It could be stated that, as far as the fifty-
seven workers in this research were concerned, it was
with 17% greater accuracy to predict the instrumental
or terminal orientation of a worker on the basis of his
individual or collective-oriented attitudes, or to
predict, with 17% greater accuracy, a worker's collective
or individual-oriented attitudes according to his or
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her instrumental or terminal orientation, indicating not
much relationship between individual and collective, and
terminal and Instrumental.
D. Workers' Reported Industrial Action
There are twelve questions (Question 6 to Question
17) which asked about the workers' experience with
industrial actions. Similar to the twelve questions
on attitudes, these twelve questions could be divided
into three groups: each group consisting of four
different forms of industrial action centering on one
area of workers' interest.
When asked whether he or she had bargained with
the management for a wage increase, twelve replied that
they had not bargained in any way twenty-eight replied
that they had bargained indd ividually and the remaining
seventeen said they had bargained collectively. As to
the question whether he or she had threatened to resign
for a wage increase, sixteen replied that they had
threatened to resign collectively twenty-six replied
that they had threatened to leave individually and fifteen
said they had not taken ti-iis action at all. But the
patterns of response changed for the question on trade
union intervention, strike and sabotage: all fifty-
seven workers replied-that they had not asked the trade
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union to intervene nor joined any strike or sabotage
for wage increase.
The answers to the other two groups of questions
on hours of work, and conditions of work followed a
similar pattern of the first group, except there were
even fewer workers who replied that they had resorted to
collective action in order to improve their hours of work
and conditions of work (see Table 4.9).
To transform the twelve responses of a worker
into a single score, the same technique as used to quantify
the attitude questions was adopted, with some modifica-
tions. For the three responses: no action, individual
action, and collective action to six of the twelve
questions (Questions 6, 7, 10, 11, 14 and 15), scores
0, 1, and 2 were given respectively, in order to differen-
tiate action from no action and individual action from
collective action. For the remaining six questions
(Questions 8, 9, 12, 13, 16 and 17), that is, questions
on trade union intervention, strike or sabotage over the
three areas of interest, the score was 0, since all
workers replied that they had not taken any of these
actions. Consequently, the scores of the fifty-seven
workers may range from 0 to 18 (see Table 4.10a). The
higher the score that a worker had, the more frequently
he reported that he had resorted to collective acttion.
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Table 4.9
Workers' Reported Industrial Actions (Questions 6-17)
Forms o f Strike orTrade Union
Action
Threat to ResignBargaining SabotageIntervention
Areas
No Individual Collective No NoNo YesCollective Yes(Individualof Interest Action Action
26 16 0Wage Rate 012 1728 15 57 57
Hours of
26 20 11 30 16 11 0 057 57Work
Conditions 14 1033 33
15 0 09 57 57of Work
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Since none of the workers reported that he or she had
resorted to trade union intervention, strike or sabotage,
the ranks 13-18 were empty.
TABLE 4.10a
WORKEfiS' REPORTED INDUSTRIAL ACTION
0 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 TotalScores
No. of
12 1 4 2 7 3 171 0 1 1 0 8 57
Workers
On the basis of the degree of militancy of the
industrial actions reported, the workers were rearranged
into five categories: (1) no action, (2) some individual
action, (3) more individual action, (4) some collective
and (5) more collective. Obviously, the more collective
category was empty because no worker reported he or she
had ever resorted to trade union intervention, strike
or sabotage.
TABLE 4.10b




No. of 102114 5712
Workers
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Table 4.10 also reveals some interesting points:
First, of the twenty-eight workers whose industrial
attitudes were completely individual-oriented ten
reported that they had taken no action at all; seven
reported that they had taken some individual action;
ten reported that they had taken more individual actions;
one reported that she had taken some collective actions.
That means, a purely individual-oriented worker could
take different kinds of action, except the most collective.
Second, among the twelve more collective-oriented
workers, three took no action, two took the "most non-
collective" action, four took the "less non-collective
action and three took the "collective action." This
shows that some workers whose attitudes could be described
as "more collective oriented" but took relatively individual
actions. But the pattern changed for the six "most
collective-oriented" workers, five of them took the
"collective" action.
E. Relationship between Attitudes ana Action
The core of this research was to establish a
congruency of the workers' attitudes and reported action.
In other words, it sought to find out if there was
association between collective-oriented attitudes and
collective action, and individual-oriented attitude and
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individual action. To do so, the coefficient of rank
correlation gamma was again used. It was found that
G=0.55 (see Table 4.11). This meant that the agreement
TABLE 4.11
WORKERS' ATTITUDES AND ACTION
Att- FairlyNon- Rather Strongly
itudes Collective- Collective- Collective- Collective- Total
oriented oriented orientedoriented
(0) (1-4) (5-8) (9-12)Action












between collective-oriented attitude and collective action
was greater than the disagreemtnt between them by about
55%. That it to say, it is possible to predict, with
55% increased accuracy, the type of action that a particular
worker would take, individual or collective, on the basis
of his or her industrial attitudes, individual or collective.
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On the other hand, the prediction can go in the other
direction, that is, one can tell of a worker's industrial
attitudes (collective or individual) according to his or
her reported industrial action (collective or industrial),
with the same degree of greater accuracy.
F. Socio-economic Factors and Industrial Attitudes
This research treats the socio-economic factors
(sex, age, educational level, occupation, wage system)
as independent variables, industrial attitudes as the
intermediate variable and industrial actions and dependent
variable.
In the following section, the association between
this group of socio-economic factors and workers' attitudes
will be analyzed.
(1) Sex and Workers' Industrial Attitudes
It was hypothesized that male workers tended to
have collective-oreinted attitudes and the female workers
tended to have individual-oriented attitudes. To find
out the association between one nominal (sex) and the
ordinal (attitudes) variables, the Wilcoxon model for
nominal-ordinal association was used and the coefficent
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of differentiation P was calculated.50 It was found
that P=0.47 (see Table 4.12). This showed that 47%
of the comparisons made between workers showed systematic
differences in industrial attitudes due to sex. Of the
workers in the sample, the males tended to be more
collective-oriented while females tended to be individual-
oriented. Knowing whether a worker is male or female
allows us to predict her/his attitude with 47 greater




Att- Non- Fairly Rather Strongly
itudes Collective- Collective- Collective- Collective- Total
oriented oriented oriented oriented
(0) (1-4) (5-8) (9-12)Sex
Female 25 8 6 3 42
Male 63 3 15
6Total 28 11 12 57
501bid., pp. 108-119. The formula to find & is
as follows:
Where Di= /fb- fa/ or the frequency below minus the
frequency above for each pair of classes in
the nominal scale.
T = the product of the total frequency for eacr
nominal class by the totals for each of the




(2) Age and Workers' Industrial Attitudes
It was hypothesized that the younger workers
tend to be collective-oriented and the older workers
tended to be individual-oriented. As shown earlier,
the age of the workers ranged from 18 to 46. They were
classified into three categories: those under 25,
25-30 and those above 30. To find out the association
between age and attitudes, gamma was calculated. It









2 30519 4< 30
6 57121128Total
meant that this association was based on tie preaominance
of disagreement of high age and low collective-oriented
attitudes over the disagreement of high age and high
collective-oriented attitudes. In other words, younger
workers tended to be individual-oriented while older
workers tend to be collective-oriented. The result was
just the opposite of what was hypothesized. Anyway, one
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can tell of, with 32% accuracy, a worker's attitudes
on the basis of his or her age, and vice versa.
(3) Education and Workers' Industrial Attitudes
It was hypothesized that more educated workers
tended to collective-oriented, while less educated workers
tended to individual-oriented. The range of educational
level of fifty-seven workers was very limited: the
highest level being one to three years of secondary
education (only three workers), while majority of the
workers had only four to six years of primary education
or below. The workers were classified into two groups:
one of less education (below 4 years of schooling) and
the other of more education (4 years of schooling or
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indicated that among this sample of workers, the agree-
ment of less education and individual-oriented attitudes
was greater than the disagreement of more education and
individual-oriented attitudes by 17%.
Therefore, with 17% accuracy, one can tell of a
worker's industrial attitudes (collective or individual)
according to more or less education, and vice versa.
(4) Occupation and Workers' Industrial Attitudes
As shown earlier, the sample of 57 workers
belonged to five different occupations: pattern-drawers
and cutters, sewing machine operators, pressers, packers,
general worker, From the way that the work was organized
in these occupations, the sewing-machine operators,
pressers and general workers could be classified into
one category since the work among these workers was
individualized and independent of one and another; the
pattern-drawers and cutters, and packers into another for
team work was involved in these occupations. It was
hypothesized that the pattern-drawers and cutters and
packers tended to collective-oriented, while the sewing-
machine operators and pressers tended to individual-
oriented.
Since the sewers and pressers were exclusively
female, and the pattern-drawers and. cutters were exclu-
sively male, the occupational categorization coincided
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with the sex categorization. It followed, therefore,
the coefficient of association was also 0.47. This
indicated that 47% of the comparisons made showed
systematic differences in industrial attitudes according
to occupations. In other words, among 47% of the
workers studied, pattern-drawers and cutters, and packers
tended to be collective-oriented, and the sewing-machine
operators and pressers tended to be individual-oriented.
One can predict, therefore, a worker's industrial attitudes,
collective or individual, from his or her occupations,
with 47% accuracy, or the other way round.
(5) Wage System and Workers' Industrial Attitudes
It was hypothesized that daily-rated and piece-
rated workers tended to be individual-oriented while
monthly-rated workers tended to be collective-oriented.
6 was calculated in order to find out the association
between wage system and attitudes. It was found to be
0.53 (see Table 4.15), indicating that about 53% of the
comparisons made showed systematic differences according
to wage system. On the basis of this statistic, one
may be able to tell, with 53% greater accuracy, the
type of industrial attitudes of single worker, according
to his or her wage system. One is able to predict,















G. Socio-economic Factors and Workers' Reported lnausiriai
Action
The effect of the sex, age, educational level,
occupation and wage on workers' industrial action might
be indirect through workers' industrial attitudes or
directly upon action. In the following, the association
between the workers' sex, age, educational level, occupa-
tion and wage system on the one hand, and other reported
industrial action on the other was described.
(1) Sex and Workers' Reported Industrial Action
(see Table 4.16),It was found that
meaning that about 41% of the comparisons made showed
systematic differences of reported action according
to sex. That is to say, male workers reported more
frequently that they had sought collective industrial
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TABLE 4.16
SEX AND REPORTED ACTION
Action Some More Some
No Individual Individual Collective Total
ActionAction Action Action
Sex (1-4)(0) (5-8) (9-12)
10 1811Female 423
15Male 1 74 3
102114 5712Total
action than the female workers did. One can tell,
therefore, of the kind of industrial action a worker
would take from his or her sex, or vice versa, with 4l%
increased accuracy. In fact of the fifteen male workers,
only one reported that he had taken no action, but seven
of them reported that they had taken some "collective"
actions. Female workers, therefore, tended not only
to take less "collective" industrial actions, but also
to take no action more frequently.
(2) Age and dorkers' Reported Industrial Action
It was found that G=-0.29 (see Table 4.17).
It indicated that the agreement of old age and collective
industrial action was greater than the disagreement of
old age and reported individual industrial action. It
implied therefore that younger workers reported more
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TABLE 4.17
AGE AND REPORTED ACTION
Action Some More Some
No Individual Individual Collective Total
Action ActionAction Action
Age (0) (1-4) (5-8) (9-12)




frequently that they had resorted to insividual industrial
action than did the older workers. One may be able to
predict that an older worker would take collective action
and a younger worker would take individual action, with
29% greater accuracy. Or one is also able to tell that
a worker who takes collective action is older, a worker
who takes individual action is younger. As shown in
Table 4.17, more of the young workers reported that they
had taken no action, while all older worker reported that
they had taken some sort of action.
(3) Education and Workers' Reported Industrial Action
It was hypothesized that the more educated workers
tended to take more frequently collective industrial action
and the less educated ones tended to take less. It was
found that G=-0.03 (see Table 4.18). The negative sign
means the predominance of inversion. More specifically,
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the disagreement of lower educational level and collective
industrial action was greater than the agreement of lower
educational level and collective industrial action by 3%.
Therefore, education did not seem to make much difference
who reported that they had taken no action.
TABLE 4.18
EDUCATION AND WORKERS' ACTION
MoreAction Some Some





210 3< 4 yrs. 55
11 7 347 9≥ 4 yrs.
102114 5712Total
(4) Occupation and Reported Industrial Action
It was hypothesized that workers in the depart-
ments of pattern-drawing and cutting, and ironing tended
to resort to collective industrial action more frequently
than workers in the sewing and ironing departments. As
pointed out earlier, the occupational categorization
coincided with the sex categorization, 9 was also equal
to 0.41. This indicated that 41% of the workers showed
systematic differences in reported industrial action
accordinging to their occupation. More specifically
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pattern-drawers and cutters, and packers reported more
frequently than the sewing machine operators and pressers
that they had taken collective industrial action by 41%.
It equally implies that, with the same degree of accuracy,
a worker who reported to have taken collective action was
likely to be the pattern-drawers of cutters, or packers;
a worker who reported to have taken individual action was
sewing-machine operators or pressers. Of the twelve
workers wro reported that they had taken no action at all,
eleven were the sewing-machine operators and pressers;
only one was packer.
(5) Wage System and Reported Industrial Action
It was hypothesized that the monthly-paid workers
would take more frequently than the daily-rated and piece-
rated workers collective industrial action. It was found
that O= 0.54 (see Table 4.19). This showed that about
54% of the workers, the monthly-rated workers reported
that they had tried collective action more frequently
than the daily-rated and piece-rated workers. Again,
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In the preceeding discussion, the results of the
survey have been described and analyzed and in the coming
chapter, they will be evaluated and interpreted in the
light of explaining workers' industrial actions.
CHAPTER V
SUMMARY AND CONCLUSION
The findings of this study have been presented
in Chapter IV and statistical analysis has been under-
taken, In this chapter, some tentative explana ions of
these findings, and their implications are discussed.
Workers' Reported Industrial Actions
Information on workers' experience of industrial
action was obtained from their responses to twelve
questions. It was found that pattern of responses for
action was quite similar to that for attitudes. The
frequency of reported collective action on all issues
decreased as we moved from collective bargaining to
collective threat to resign. For the question on trade
union intervention and strike or saborage, no worker
reported that he or she had participated. The frequency
also decreased as we moved from wage rate to hours of
work and then to conditions of work.
When the action responses were quantified, and
the workers were classified into four categories it was
found that there were twelve workers who reported that
they had taken no action fourteen some individual actions
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twenty-one more individual actions, and ten some
collective actions. Of the fifty-seven workers studied,
only 17% of them reported that they had bargained
collectively and threatened to resign collectively.
This thesis attempts to explain the low degree
of collective industrial action in terms of workers'
lack of orientation toward industrial attitudes. Before
the validity of this explanation is examined, a brief
summary of the findings of the workers' industrial
attitudes is presented.
Workers' Industrial Attitudes
The workers' industrial attitudes were elicited
from their responses to twelve questions. These twelve
questions tried to measure the workers' attitudes along
the individual-collective continuum, and terminal-
instrumental continuum. When the workers were classified
along the individual-collective continuum, the results
showed several obvious points.
(1) The number of workers who chose the collective-
attitude response never exceed half of the total number
of workers.
(2) The question which had the largest number of
collective-attitude response was on bargaining over
wage rate while the question which had the smallest number
93
of collective-attitude response was on strike or
sabotage over conditions of work. In fact, the number
of workers who held collective attitudes towards the
different kinds of industrial action decreased as the
area of interest moved from wage rate to hours of
work and finally to conditions of work. It might
be because monetary reward, in comparison to hours of
work and conditions of work occupied a more important
position in workers' central life interest, to use
Dubin's51 term, hence felt more compelled to resort to
collective industrial action.
(3) In terms of the type of collective action,
a relatively greater number of workers responded positively
to collective bargaining and collective threat to resign
than to trade union intervention, and strike or sabotage
over all three areas of workers' interest. This might
be affected by the degree of organization involved in
these different forms of action: collective bargaining
and collective threat to resign could be used with a lower
degree of formal organization on the shopfloor, while
trade union intervention, strike or sabotage would
require greater organizational work. Moreover, social
51R. Dubin, Industrial Workers' Worlds: A
Study of the Central Life Interests of Industrial Workers.
Social Problems, 3(l):131-142.
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norms in the surrounding society might also be influential
the public may accept the former two forms of industrial
action more readily than the latter two. Furthermore,
trade union intervention and especially strike or sabotage
often attracts police attention which could lead to
conflict or prosecution.
When the w,urkers were re-grouped according to
their scores, it was found that twenty-eight (almost
half of the) workers belonged to the category which
rejected collective attitudes. If this category is
combined with the group which accepted some collective
attitudes, they occupied about 70% of the total number
of workers. In other words, 70% of the workers studied
held very individual-oriented, if not purely individual-
oriented, attitudes. Very few of the workers could be
said to have very collective-oriented attitudes.
When the workers' attitudes were classified
along the terminal-instrumental continuum, it was found
that while thirteen and eighteen of the workers belonged
to the two extreme categories respectively, a still
larger number of workers (22) belonged to the more
instrumental-oriented category. This means that a
large number of workers were quite inconsistent in
their industrial attitudes: they chose the terminal-
oriented responses in some questions and the instrumental-
n riAntd responses in others. Among these twenty-two
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inconsistent workers, some consistency, however, did
exist. All of them held an instrumental-oriented
attitude towards bargaining (collective or individual)
and threat to resign (collective or individual), over
the three areas of interest, meaning that they regard
these two types of industrial action was a means to an
end. On the other hand, they had a terminal-oriented
attitude towards trade union action, strike and sabotage
over the three areas of interest, meaning that they
thought that these two types of action was an end in
itself.
The inconsistency of the workers' attitudes may
be due to workers' conception of the nature of different
forms of industrial action. In terms of the degree of
workers' involvement and the militancy of the industrial
actions, trade union intervention, strike or sabotage
naturally demand a greater comitment of the workers. As
the majority of trade unions in Hong Kong are political
oriented52 and have long been known as the continuation
of the political strife between the communists and the
Kuomintang in Hong Kong, involvement in trade unionism
necessarily implied one's political commitment. Moreover,
52Ho, David, Yau-fai, 'On the Concept of Face,'
AJS-- 84(Jan.), 1976:864-884.
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participation in strike or sabotage brings the worker
in direct confrontation with the management in a more
or less militant way which requires the involvement of
his or her total self. These two factors may contribute
to worker's conceptions of trade union action, strike
or sabotage as something terminal.
On the other hand, the degree of involvement and
militancy of bargaining and threatening to resign is
lower and the workers may well know that these actions
are more instrumental in realizing their demand and their
demand and their failure is less.
It was postulated in Chapter II that the collective-
individual and instrumental-terminal continua could be
combined in four different ways. It was found that no
one combination was predominant, though the association
of collective-instrumental was greater than the association
of collective-terminal by 17%. Consequently, as far as
the fifty-seven workers were concerned, about 70% of
them could be regarded as individual-oriented. But the
association of individual-terminal was only 0.17 which
was too low to allow us to tell with great certainty
whether the individual-oriented workers were individual-
terminal inclined or individual-instrumental inclined.
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Relationship between Industrial Attitudes and Reported
Action
At first glance, responses for both attitudes
and reported actions appeared in a similar pattern and
tend to support our postulated congruency of attitudes
and act ions in Chapter Two. Upon further data analysis,
it was found that of the seventeen workers who claimed
to have bargained collectively with the management over
wage rate, only six had strongly collective-oriented
attitudes, four had rather collective-oriented attitudes,
six had fairly collective-oriented attitudes, and one
had non-collective-oriented attitudes. In other words,
about 59% of the workers who reported to have bargained
collectively had rather or strongly collective-oriented
attitudes. In the case of disputes over hours of work,
about 73% of the eleven workers viho claimed to have
bargained collectively had rather collective-oriented and
strongly collective-oriented attitudes. In the case of
disputes over conditions of work, eight of ten workers
who replied to have bargained collectively had rather
or strongly collective-oriented attitudes./ In respect
to threatening to resign collectively, the proportion of
those workers who reported to have resorted to this
action and had rather or strongly collective-oriented
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attitudes was similar to the above over all three areas
of interest.
On the other hand, as shown in Chapter IV, ten
of the eleven fairly collective-oriented workers reported
to have taken some industrial actions or more three
out of the twelve rather collective-oriented workers
reported to have taken no action at all, six reported to
have taken some or more individual actions.
In brief, these findings reveal that not all of
the workers who reported to have pa.iticipated in collective
bargaining and threatening to resign collectively were
rather collective-oriented or strongly collectively
oriented. On the other hand, not all of the fairly or
rather collective-oriented workers reported to have joined
collective bargaining and threatening to resign
collectively.
To find out the overall association between
industrial attitudes and actions, gamma was found to
be 0.5474. That is to say, the association of collective-
oriented attitudes and reported collective industrial
actions was greater than the association of collective-
oriented attitudes and reported individual industrial
actions by 55%. But how far can we ssy.that these
findings were evidence for our explanation?
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The association had to be viewed with caution.
First, the strong association might be the.result of
the structure of the questionnaire itself. The twelve
questions on workers' experience of industrial action
came before the twelve questions on workers' opinions
of industrial action. As such a built-in bias could
have been developed among the workers. After answering
the questions on industrial actions the workers might
tend to choose those responses to attitudes in consistency
with their responses to actions, in order to show he
or she was a consistent person, if not for his or her
own peace of mind. In brief, the workers might have
chosen those attitudes responses which would justify
their reported actions. This is especially true if the
workers are concerned with protecting their face and a
defence mechanism may be at work. If this is the case,
the accuLacy of the findings would be greatly under-
mined. But even if the order of the questions was
reversed. It is also possible that the workers after
answering the questions on attitudes might also choose
those responses to actions which were consistent to
their attitudes. Therefore, the problemseems to lie
not in the order of the questions itself, but in the
fact that both questions on attitudes and actions were
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asked in the same questionnaire. If the possible
internal bias is to be avoided, one had to use some
better techniques than questionnaire. This will be
discussed later.
Assuming thatithe built-in bias did not exist,
and that the attitude scores and reported action scores
truly reflected what the workers thought and did, gamma
only shows that there is a moderate association between
industrial attitudes and reported industrial action,
it does not and cannot tell which caused which. The
reason is that the statistic does not establish the
time order of these two variables. Unless it can be
established that the individual-oriented attitudes
always precede the individual industrial action, the
cause-effect relationship between industrial attitudes
and industrial actions cannot be said to 'exist. What
this research does demonstrate is that, as far as the
fifty-seven workers were concerned, association existed
between the two variables. This is a necessary pre-
condition to establish any cause-effect relationship
of industrial attitudes and industrial actions,
Socio-economic Factors and Workers' Attitudes
A worker does not in reality exist in a vacuum,
he or she has a sex, age, educational level, occupation,
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and is paid in a certain wage system. These factors
may exert influence on his or her attitudes. It was
found that the association between wage system and
industrial attitudes was 0.53 (monthly-rated workers
more collective-oriented), occupation and industrial
attitudes was 0.47 (pattern drawers and cutters, and
packers more collective-oriented), sex and industrial
attitudes was 0.47 (male workers more collective-oriented),
age and industrial attitudes was -0.32 (old workers
more collective oriented, educational level and industrial
attitudes was 0.17 (more educated workers more collective-
oriented). On the whole, if one is allowed to generalize
from the above findings, one may conclude that the patten-
drawers and cutters, and packers, who were monthly-rated,
male and relatively older, were more collective-oriented
than the sewing machine operators, and pressers, who
were daily-rated or piece-rated, female and relatively
younger.
Of the five, the association between education
and industrialattitudes was the weakest (0.17). It
seemed that education did not make much difference of
a worker's attitude. This might be due to the fact that
the educational differences were not great and therefore
their effect on workers' attitudes became negligible.
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The association between age and attitudes became stronger
(0.32) because the age distribution was wider and there-
fore their effect became more apparent. The interesting
thing is that the findings were contradictory to the
general expectation that younger workers tended to be
more collective-oriented than older workers. Instead,
in this sample of fifty-seven workers, the older were
the more collective-oriented. The reason might be that
the older workers were male and the younger workers were
female, and the sex influence overwhelmed the age influence.
This, in fact, was found to be the case. The
association between sex and industrial attitudes was 0.47.
The male workers tended to be more collective-oriented
than the female. Moreover, a highly collective-oriented
woman was not congruent with the traditional Chinese
conception of the female role, and at least not very
popular in Hong Kong.
All the sewing-machine operators and pressers
were female, while the pattern-drawers and cutters, and
packers were all male. The team work of pattern-drawing
and cutting, and of packing was more conducive to the
development of collective-oriented attitudes and the
independent work of sewing the ironing was more favourable
to the evolvement of individual-oriented attitudes.
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Finally, since piece-rated and daily-rated
workers could-leave their job more easily than the
monthly-rated workers, they tended to look less favourably
collective industrial actions than the monthly-rated.
Most of the piece-rated and daily-rated workers were
predominantly male, this explained why the association
between wage system and attitudes was stronger.
Socio-economic factors and workers' reported, industrial
actions
It was found that the association between the
wage system and reported industrial action was 0.54
(monthly-rated workers' more collective actions),
occupation and reported industrial actions was 0.41
(pattern-drawers, cutters, and packers more collective
action), sex and reported industrial action was 0.41
(male workers more collective actions), age and reported
individual actions was -0.29 (older workers more collective
actions), educational level and reported industrial actions
was 0.03 (more educated workers more collective action).
The findings tend to give rise to the picture that the
pattern-drawers and cutters, and packers, who were male,
relatively older and monthly-rated resorted to collective
actions more frequently than the female sewing machine
operators who were relatively younger and paid piece-
rated or daily-rated. The primary reason might be because
the pattern-drawers and cutters, and packers (and.
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especially the former group) who occupied a relatively
more strategic position in the process of production,
and had also less freedom to act individually because
of team-work, and greater vested interests in the present
factory due to monthly-rated wage system found it easier
to act collectively.
On the whole, the association between this grcup
of socio-economic variables and attitudes, id action
respectively was weaker than the overall association
between attitudes and reported action. It may im44ly two
things: First, assuming that the cause-effect relation-
ship between industrial attitudes and industrial actions
is granted, the above findings indicated that the effect
of these various variables upon industrial action may
become stronger if they are reinforced by industrial
attitudes. Second, some significant variables influencing
industrial attitudes and industrial action might have been
left out. Such factors might include the political and
legal structure, the economic conditions and the wider
social climate in Hong Kong.
A comparison of the association between the
workers' industrial attitudes and the socioeconomic
variables on the one hand, and the workers' reported
industrial actions and the socioeconomic variables on
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the other shows that the associations between workers'
industrial attitudes and the socioeconomic variables were
invariably greater with the exception of wage system.
It may be taken to indicate that workers' occupation,
sex, age, and education had greater effect on attitudes
than on action. It may be implied, therefore, that some
of the workers were not consistent in the attitudes and
actions. This has been discussed in previous sections.
Of the five socioeconomic variables, sex seemed
to be the more important factor associating with workers'
industrial attitudes and actions. In the seven factories
studied, occupational roles were differentiated according
to sex, and the method of wage payment was largely
differentiated, in-turn, according to occupation. It
was found therefore that association coefficients between
these variables and attitudes, and reported actions were
rather close.
It was found earlier that of the fifty-seven
workers none reported he or she had resorted to trade
union intervention, strike or sabotage over all the areas
of interest. Apart from the possible :influence of
their low collective-oriented attitudes, other factors
may be influential. One of these may be the accessability
of these two types of collective industrial action. As
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pointed out in Chapter Three, there were only three
trade unions in this industry, accounting for about 4.3%
of the employees. It was very likely that to most of
the garment workers, trade unions were almost non-
existent. It was not surprising, therefore, that they
had not asked help from trade unions. On the other hand,
strike and sabotage meant the stoppage of work. As most
of the workers were paid piece-rated or daily-rated, the
stoppage of work meant the cessation of earnings. If
they could find better terms of employment (wage rate,
hours of work, and conditions of work) elsewhere, it
seemed natural to resign and join another firm instead
of organizing a strike or sabotage for the same purpose.
Moreover, the research was carried out at time
when Hong Kong has just witness one of the greatest
economic recessions in which the rate of unemployment
was prominent especially the garment industry. The
sewing machine operators, the largest group in our sample,
was generally young, exclusively female, paid piece-
rated and daily-rated, and easily substitutable in time
of serious unemployment. This surely reduced their
power position vis-a-vis the management. It is surprising
that they held less collective-oriented attitudes and
participated less frequently in collective industrial
actions. Participation in such collective industrial
actions may jeopardize their relationship with the
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management which would render their employment status
vulnerable.
Industrial Actions and Social Context
It has been pointed out in Chapter I that the
degree of organized collective industrial actions in the
garment industry is low in comparison with other industries.
It has also been suggested that workers' low collective-
oriented attitudes is one of the factors contributing
to this phenomenon. The findings of this research tends
to support this postulation. The implication is that
workers' attitudes cannot be excluded from a comprehensive
explanation of workers' industrial actions. Granted that
workers' industrial attitudes is one of the determinants
of workers' industrial action, and assuming that Hong Kong
workers in general also have low collective-oriented
attitudes, this may help to explain the low degree of
collective industrial actions in Hong Kong. If workers'
industrial attitudes continue to be lowly collective-
oriented, we may expect that the degree of low collective
industrial actions in Hong Kong continues to be so.
Nevertheless, the association between workers'
industrial attitudes and workers' reported actions found
in this research is not very strong. Moreover, this.
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research has treated workers' sex, age, educational
level, occupation, and wage system as the independent
variables affecting workers' industrial attitudes and
industrial actions. The association between them and
workers' attitudes an., actions was not as strong as
expected. The effect of this group of factors upon
workers' attitudes and actions may be apparent only
when the workers are under the same sort of social of
social, economic, .)olitical, and cultural influence and
to same degree. When the analysis an explanation moves
the level of an industry to that of the society at
large, the social context varies, the effect of workers'
sex, age, educational level, occupation, and wage system
will be different. In other words, ultimately it is
the social context which is more imr_ortant than workers'
sex, age and so fo th. It is not surprising, therefore,
that female workers in U.S.A., for instance, may be more
collective-oriented than the male workers in Hong Kong,
and the female workers in U.S.A. participate more
frequently in trade unions, collective bargaining, and
strikes or sabotage than the Hong Kong male workers.
It is so because the social context in U.S.A. is more
favourable to collective industrial attitudes and
collective industrial actions than that in Hong Kong,
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and the effect of the social context is so important
that it may overwhelm that of workers' sex, age and
so forth.
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Suggestions for Further Research
It has been pointed out earlier that to obtain
information of workers' industrial attitudes and their
experience of industrial action by a questionnaire
might create a built-in bias. To avoid this possible
bias, one may obtain these two kinds of information
separately over a period of time. For instance, several
months after the attitude has been carried out, the
researcher then collect information on their experience
of industrial action in the preceeding several months.
As such, not only can the internal bias be avoided, but
the time order may even be established. This method,
however, involves the follow-up study of at least two
separate groups of workers- the collective-oriented
and the individual-oriented. The success of this method
requires also that these two groups of workers should
be subject to the same sort of influence during the
research time, and that the researcher has enough time.
It is not the aim of this research to explain
the formation of workers' industrial attitudes. As
the findings show, the association between the socio-
economic factors and industrial attitudes was not very
strong. As such, there are certainly more important
factors which mould and shape workers' industrial
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attitudes have not beencovered by this study. One
such area that this study has not promoted into isthe
workers' family the workers' peer group another. Some
studies on these areas may help to throw light on the
formation of workers' attitudes,
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Concluding Remarks
Briefly stated, this thesis attempts to explain
the low degree of collective industrial actions in
Hong Kong, as indicated by low proportion of unionized
workers, non-existence of formally established collective
bargaining mechanism, and small number of strikes and
sabotage. It hypothesizes that low collective industrial
actions was partly due to workers' low collective-oriented
industrial attitudes. It was found that as far as this
sample of workers in this research was concerned, that
not all the workers were consistent: some who held
collective oriented attitudes did not participate in
collective industrial actions some who joined the
collective industrial actions did not hole collective
attitudes. Nevertheless, the overall association Gamma
was found to be 0.55. Thus some association did exist,
though not particularly strong.
The survey was carried out during the Easter
holidays in 1976. My experience is that this kind of
study is very difficult to administer especially in the
industrial plant. First, the management was simply not
interested in this kind of study and was also unhappy
with the inconvenience caused. Second, the management
was reluctant to let an outsider to contact the workers
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directly particularly on matters of industrial relations.
It was only with the introduction and recommendation of
a friend that the above difficulties were minimized.
But still several firms just refused to let me carry the
study in their factories. As with the workers, some
were suspicious of me, thinking that I may work for the
management. On the whole, workers from the small firms
were relatively more willing and cooperative, and the
younger workers and female workers were, also more willing
to cooperate. In fact, at first, I found myself also
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6. Have you bargained with the boss for wage increase?
I am satisfied with the wage rate, I1.
have not bargained.
I am not satisfied with the wage rate,2.
I have not bargained.
I am not satisfied with the wage rate,
3.
I have bargained individually.
I am not satisfied with the wage rate,
4.
I have bargained collectively.
(Collective: when an action involves
more than half of the workers of the
same depart lent or the same factory)
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7. Haveou threatened to withdraw for wage increase?
I am satisfied with the wage rate.1.
I have not threatened to withdraw.
I am not satisfied with the wage rate,2.
I have not threatened to withdraw.
I am not satisfied with the wage rate,3.
I have threatened to withdraw individ-
ually.
I am not satisfied with the wage rate,4.
I have threatened to withdraw collect-
ively.
8. Have you sought help from trade union for wage
increase?
I am satisfied with the wage rate,1.
I have not sought help from trade
union.
I am not satisfied with the wage rate,2.
I have not sought help from trade
union.
I am not satisfied with the wage rate,3.
I have sought help from trade union.
9. Have you joined any strike or sabotage for wage
increase?
1. I am satisfied with the wage rate,
I have not joined any.
2. I am not satisfied with the wage rate,
I have not joined any.
3. I am got satisfied with the wage rate,
I have joined.
10. Have you bar ained with the boss for ingrovement
of the time of work?
1.
I am satisfied with the time of work,
I have not bargained.
2.
I am not satisfied with the time of
work, I have not bargained.
3.
I am not satisfied with the time of
work, I have bargained individually.
4. I am not satisfied with the time of
work, I have bargained collectively.
11. Have you threatened to withdraw for improvement
of the time of work?
1. I am satisfied. with the time of work,
I have not threatened to withdraw.
I aEml not satisfied with the time of2.
work, I have not threatened to withdraw.
1 am not satisfied with the time of3.
work, I have threatened to withdraw
individually.
I am not satisfied with the time of4.
work, I have threatened to withdraw%r
collectively.
12. Have you sought help from trade union for improve-
ment of the time of work?
I am satisfied with the time of work,1.
I have not sought hilp from trade
union.
I am not satisfied with the time of2.
work, I have not sought help from
trade union.
I am not satisfied with the time of3.
work, I have sought help from trade
union.
13. Have you joined any strike or sabotage Tor improve-
ment of the time of work.
I am sa. tisf ied. with- the tip e of work,1.
I have not joined any.
I am not satisfied with the time of2.
work, I have not joined any.
I am not satisfied the time of
3.
work, 1 have joined.
14, Have you bargained with the boss for inprovenent
of te conditions of work?
I am satisfied with the coned itions of1.
Work, I have not bargained.
I am not satisfied with the cone conditions2.
of Work, I have not bargained.
I am not satisfied with the conditions
3.
of work, I have bargained individually.
I am not satisfied with the conditions4.
of wor, I have bargained collectively.
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15, Have you threatened to withdraw for improvement
of the conditions of work?
1. I am satisfied with the conditions
of work, I have not threatened to
withdraw.
2. I am not satisfied with the condi-
tions of work, I have not threatened
to withdraw.
3 I am not satisfied with the condi-
tions of work, I have threatened to
withdraw individually.
I am not satisfied with the condi-4.
tions of work, I have threatened to
withdraw collectively.
16. Have you sought help from trade union for improve-
rnent of the conditions of work?
I am satisfied with the conditions1.
of work, I have not sought help from
trade union.
I am not satisfied with the condi-2.
tions of work, I have not sought hel c
from trade union.
I am not satisfied with the condi-34
tions of work, I have sought help
from trade union.
17. Have you joined any strike or sabotage for improve-
work?ment of the conditions of work?
I am satisfied with the conditions of1.
work, I have not joined any.
I am not satisfied with the conditions2.
of work, I have not joined any.
I am not satisfied with the conditions3.
of work, I have joined.
18. Which action is better in order to improve your
wage rate?
individual bargaining is better.a.
b. collective bargaining is better.
If your answer is (a), what is your reason?
One should mind one's business.1.
More effective.2.
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If your answer is (b), What is your reason?
1. It is the workers' business
acting together expresses unity.
More effective.2.
19. Which action is better in order to improve your
wage rate?
threaten to leave individually,a.
threaten to leave collectively.b.
If your answer is (a), what is your reason?
One should. mind one's business.1.
More effective.2.
If your answer is (b), what is your reason?
it is the workers' business1.
acting together expresses unity.
Flare effective.2.
20. Is it good to seek help from trade union in order
to improve your wage rate?
No(a)
Yes(b)
If your answer is (a), what is Tour reason?
It is nothing to do with trade1.
union one should solve it by
oneself.
vlorking through the trade union2.
is not effective.
If your answer is (b), what is your reason?
It is the workers' business;1.




21. Is it good to join a strike or sabotage in order
to improve your wage rate?
No(a)
Yes(b)
If your answer is (a), what is your reason?
It is a personal business;1.
one should solve it by oneself.
Joining a strike or sabotage2.
is not effective.
If your answer is (b), what is your reason?
It is the workers' business1.
joining a strike or sabotage
expresses unity.
More effective,2.
22. Which action is better in order to improve the
time of wrork?
individual bargaining is better.a.
collective bargaining is better.b.
if your answer is (a), what is your reason?
One should mind one's business.1.
!ore el ective.2.
If your answer is (b), what is your reason?
It is the workers' business1.
acting together expresses unity.
More effective.2.
23. Which action is better in order to improve the
time of work?
threaten to leave individually.
a.
threaten to leave collectively.
Ifour answer is (a), what is your reason?




If your answer is (b), what is your reason?
1. It is the workers' business;
acting together expresses unity.
2. More effective.
24. Is it good to seek help from trade union in order
to improve the time of work?
No(a
Yes(b
If your answer is (a), what isour reason?
It is nothing to do with trode1.
union one should solve it by
oneself.
Working through the trade union2.
is not effective.
If your answer is (b), what is your reason?
It is the worviers' business1.
working through trade union
expresses unity.
More effective.2.
25. Is it good to strike or sabotage in order to
improve the time of work?
(a)
Yes(b)
If your answer is (a), what is your reason?
It is a personal business1.
one should solve it by oneself.
Joining a strike or sacotage2.
is not effective.
If your answer is (b), what is your reason?
It is the vlorkers' business1.





26. Which action is better in order to improve the
conditions of work?
individual bargaining is better.a.
collective bargaining is better.b.
If your answer is (a), wheat is your reason?
One should mind one's business.1.
More effective.2.
If your answer is (b), what is your reason?
It is the workers' business1.
acting together expresses unity.
More effective.2.
27. Which action is better in order to improve the
conditions of work?
threaten to leave individually.a.
threaten to leave collectively.b.
If your answer is (a), what is your reason?
One should mind one's business.1.
More effective.2.
If your answer is (b), what is your reason?
It is tree workers' business1.
acting together expresses unity.
More effective.2.
28. Is it good. to seek help from trade union in order
to improve the conditions of work?
No(a)
Yes(b)
If your answer is (a), what is your reason?
It is nothing to do with trade1.
union; one should solve it by
oneself.
2. Working trough the trade union
is not effective.
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If your answer is (b), what is your reason?
1. It is the workers' business
working through trade union
expresses unity.
2. More effective.
29. Is it good to join a strike or sabotage in order
to improve the conditions of work?
No(a)
Yes(b)
If your answer is (a), wha t is your reason?
It is a personal business;1.
one should solve it by oneself.
Joining a strike or sabotage2.
is not effective.
If your answer is (b), what is your reason?
It is the workers' business;1.
joining a strike or sabotage
expresses unity.
More effective.2.













